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ABSTRACT 

THE ROLE OF GENDER IN ADAPTATION WORK FOLLOWING AN EMPLOYEE 

RELOCATION 

 

By 

Elizabeth Ann Whitaker 

 

The twenty-first century job market is characterized by a high degree of 

workforce mobility.  Employees are often called upon to relocate to new communities to 

get jobs, keep jobs and advance in jobs.  Family members who are not themselves part of 

the employer/employee relationship are affected when they must leave their homes and 

communities to accompany the transferred employee, and effort must be expended to re-

establish both the family as a whole and each individual family member to the new home.  

The majority of corporate transfers are husband-centered as 83% of domestic 

corporate transferees are male. (Marshall and Greenwood 2002). Thus, it is primarily 

women and children whose lives are affected by an employer-employee relationship of 

which they are an unacknowledged participant. In addition to the home and community-

related costs, transferred spouses often give up their own employment and interrupt their 

own career trajectories. The relocated employee has accepted new work but the family 

has also accepted the work of re-creating their daily lives.  This study investigates what 

this work that I have termed ―adaptation work‖ consists of, who does it, and what 

challenges and aids are encountered in carrying it out.   

 The project used a qualitative methodology of  in-depth interviews with husbands 

and wives who recently underwent an employee relocation.  The research found that 

adaptation work is very real, very protracted, and very multi-faceted. Further, gender 



plays a prominent role in the definition and distribution of adaptation work such that 

employee relocation is a phenomenon rife with gender inequality and contributing to 

gender inequality.  Adaptation work spans categories of productive and reproductive 

work.  Productive work includes family members taking on activities to find new 

employment after the move or carrying out activities that maximize financial benefit to 

the family from move-related activities. Reproductive work makes up the majority of 

adaptation work, and it includes emotion work, kin work, household labor, child care, 

household management, and care work outside the home as a by-product of volunteerism 

and network building activities. Adaptation work also includes the important work of 

meaning making and identity formation.  

 The research revealed four macro categories of adaptation work that relate to the 

following four important realms of social life - identity construction (Framing the Move), 

construction of home (The mechanics of physical relocation), construction of work  

(Defining or Re-defining the spouse's labor role), and construction of community 

(Building social connections and support networks).   

 Definitions of adaptation work across gender reiterate the association of women 

with care work and emotion work. Women are more likely than men to recognize the 

need for the emotion work of renegotiating their own and their children's past 

relationships.  Women are more likely to recognize the need to develop new social 

capital.  Most importantly, women are more likely to consider the totality of effects of 

each adaptation action on different family members and then to define and manage work 

accordingly to maximize each family member's benefit and minimize each family 

member's burden.   
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PREFACE  

 

 The research undertaken for this dissertation project was inspired by my own experiences 

and struggles as a person, a wife and a mother who has been, repeatedly, part of a relocating 

family.  The antithetical feelings of loss and excitement; the sense that following upward 

mobility is sensible even though it hurts; the feeling of being on a moving train that you can't get 

off.  These were my emotions as I packed up a house and found myself plopped down in what 

felt like a foreign land.  And each time I had two little faces...then two bigger faces...then three 

faces, looking at me to see a comforting smile and to find out "what now?"   

 As our young family was moved (or we chose to be moved?  It's hard to tell which was 

really the case...) once, then twice, then a third time, I felt a strong sense of loss and a great deal 

of burden.  I also saw many other families - some I knew well, others I didn't - going through 

similar circumstances.  Most didn't seem to question the wisdom of their decisions as I did, but 

they were all saddled with two responsibilities - making a life and making a living - that seemed 

to be at odds with one another.  One thing that seemed clear to me -  it was the wives and 

mothers in these families who were somehow responsible for bridging the gap between the 

seemingly contradictory activities.  

 Sociology has long recognized the evolution of labor over the twentieth century into two 

categories, productive and reproductive labor. The discipline has been active in identifying the 

conflicts and disparate power balances that result from the division and its direct association with 

gender. There is even a relatively new sub-discipline that looks at balancing work and family.  

But no theory or definition seemed to satisfy the situation in which I repeatedly found myself.  

No theory explained how it is that the person who did the reproductive work is supposed to smile 
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when that work is undone and she must start over again.  That hard-to-conjure smile is itself one 

of the fundamental tools of the rebuilding effort, yet the world we live in also tells us to value 

our friends, our family, our homes. The people around me expressed, in what seemed a genuine 

manner, that they dearly cherished their friends and relationships, that they consciously and 

deliberately created worlds for their children that they believed were worthwhile.  At the same 

time, they needed to and often did smile at the prospect of parting from those friends, 

relationships, and worlds.       

 As an analytic soul, I wanted to find out simply - "Is it just me?"  Maybe it is.  Or maybe 

the mandatory smiles on the faces of others in my situation are hiding the fact that I'm not really 

alone.  Maybe the smiles are masks of indifference that are the product of some underlying issue.  

I am uneasy with the competing requirements of the responsibilities of making a living and 

making a life, so as Mills (1959) implores, I have chosen to try and understand the social 

elements of the problem - to find out "how much of this is a personal trouble and how much is a 

social issue?"    

 I have chosen to look at the process of closing the gap between making a living and 

making a life when a family is moved and to see what truths about our social world today are 

revealed in the process.  In order not to be vague, I will disclose that my first move came 

immediately after giving birth to my second child and at the request of my husband's employer, a 

Fortune 500 company that listed this 3-year assignment as part of his grooming to move "up the 

corporate ladder".  The second move came as my children were entering pre-school and 

elementary school when the grooming assignment came to a close.  The third move came just 

two years later when the company was taken over by an even  larger entity and the corporate 
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ladder we had invested in disappeared along with my husband's job.  He was unable to find a job 

in the area where we lived, so we packed up again, this time with three kids in tow.   

 Through the interviews I conducted for this research I saw clearly that my story is not 

unique.  Thus, I am not including my own experiences in this study.  I have taken off my 

"relocating-mom" hat and put on my "sociologist" hat,  hoping they don't look too much the 

same.   I have worked hard to stay true to the research process but recognize that some of my 

own feelings may have leaked through.  For this I hope I will be forgiven, as readers recognize 

the fundamentally social nature of "social science". 
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Chapter I 

 

INTRODUCTION 

 

In the new millennium, the labor market for Americans is a facet of the overall global 

economy.  Regardless of the industry or the form of business ownership, individual jobs 

occupied by Americans are affected by decisions and actions made in locations both near and far, 

foreign and domestic.  One implication of the global economy on individual lives is workforce 

mobility.  Employees, along with their families, are often called upon to relocate to new 

communities within the U.S. or across the globe, to get jobs, keep jobs and advance in jobs.  

Hodson and Sullivan (2002) point out that more than half of all moves in the United States are 

believed to be work-related and that ―promotions, new job responsibilities and even just job 

retention are sometimes attached to geographic moves‖ (79).  Also, they contend that ―frequent 

transfer is a technique firms use to train managers and initiate them into the company‖ (313).  

Commonly, professional middle-class and upper-middle-class employees are relocated or asked 

to relocate repeatedly, ―sometimes as often as every two or three years and, on average, every 5 

to 7 years.‖  (Eby and Russell 2000: 44). "Relocation is just a tool of our culture," explains an 

officer for one major corporation that transfers up to 1,300 managers each year (Taussig 2009).   

Employers and the relocation industry (e.g. real estate companies, appraisers, household 

goods movers, relocation management organizations) are so interested in maintaining a mobile 

workforce that they have formed committees, councils, and lobbying organizations that support 

the process. They research barriers to relocation; devise strategies to encourage relocation and 

reduce the attendant costs; and, follow legislation that can impact relocation. These initiatives 
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include the Worldwide Employee Relocation Council; national organizations like the Canadian 

Relocation Council; statewide organizations such as the Kentucky Relocation Council; and, 

regional, city-wide or community-wide organizations like the Chicago – CRC. 

 The secondary data on incidence of employee relocation in the U.S. is mixed. A March 

2002 survey by the U.S. Census Bureau estimated that about three million people moved to 

another county, state or country because employers had transferred or recruited them (Kilborn 

2005).  OneSource Relocation, a U.S. domestic and international employee relocation 

management and consulting services company located in Atlanta, Georgia estimates using trade 

association and IRS statistics that the annual average number of U.S. domestic transfers is 

794,000 (OneSource 2011).  According to the Worldwide Employee Relocation Council (ERC), 

the international trade association for individuals and businesses with an interest in workforce 

mobility, there were approximately 287,000 corporate-paid employee relocations among their 

members in the U.S. in 2009 (Worldwide ERC Facts and Statistics 2010). After a decline in 

transfer activity from 2006 through 2009 as a result of the economic climate, the transfer volume 

of current employees was expected to rise at a rate of 6 percent in 2010 (Lamech 2010).  

Employee transfers make up about 74% of relocations. The additional 26% are new hire 

relocations that occur as a result of deliberate job searches seeking career advancement, jobs 

pursued in reaction to job insecurity and threat of reorganizations, and jobs pursued as a direct 

result of job loss from reorganization and downsizing (Ibid).   

 However, it is not just businesses and employees that are involved in this transaction.  

Annual tracking surveys show that 84% of domestic transferees are married and 65% have 

children (Marshall and Greenwood 2002). Extrapolating the most conservative estimate (287,000 

transfers) and the more inclusive estimate (794,000) using the predicted growth rates, the 
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marriage rate and an estimate of 1.5 children per family with children reveals that employee 

relocation affects between 1 million and 2.5 million individuals in the U.S. each year.  And most 

of these individuals are family members who are not direct participants in the employer-

employee relationship that precipitated the move. Both estimates are cautiously generated as the 

2000 U.S. Census reports an average of 1.86 children per family in families with children.             

 The majority of corporate transfers are husband-centered.  Data show that 83% of 

domestic corporate transferees and 87% of international corporate transferees are male (Marshall 

& Greenwood 2002).  It is, therefore, primarily wives and children whose lives and activities are 

affected by an employer-employee relationship of which they are an unacknowledged 

participant.  Accompanying family members who are not themselves part of the 

employer/employee relationship are profoundly affected when they find themselves far from 

their sense of place, their existing support networks and the context within which they conduct 

their daily lives. Consequently, great effort must be expended to re-establish both the family as a 

whole and each individual family member.  

Though economically-motivated, intra-national transience has been a constant throughout 

our nation‘s history, the character of that transience and the categories of individuals who are 

subject to it have changed.  Through the nineteenth and early twentieth centuries it was low-

income, struggling individuals who found themselves on the move in search of opportunity. In 

the late twentieth century it was corporate managers with life-long commitments to and from 

major firms who moved with the confidence that their employer would be a constant in their 

changing life (Margolis 1979).  Today‘s transient managers engage in relocation within the 

context of an uncertain job market characterized by down-sizing, reorganization and little to no 

assurance regarding their status with their employer.  In addition, they are members of families 
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that are more likely than families in the past to need and/or desire that their partners also have 

paid work outside the home.  In today‘s historical context as in the past, economically motivated 

migrations affect entire families, not just wage earners themselves. But the effects of and 

remedies to the challenges brought on by the moves are different as the relationship between 

families and major social institutions has changed.       

 When families are moved to a new community to facilitate a job change for one member 

of the family, the other members of the family are affected in a variety of ways.  There may be 

some benefits from the move, but there are also costs.  An employee‘s family members, who are 

disproportionately women and children, must give up their previous home, including the physical 

dwelling and the surrounding community with its offerings or lack of offerings of arts, activities, 

stores, scenery, etc.  Also, they give up a sense of familiarity, and they give up the close 

proximity to individuals and organizations with whom they were connected and from whom they 

drew varying levels of resources such as companionship, support and identity.  In addition to 

home and community-related costs, transferred spouses give up their own employment and 

interrupt their career trajectories.  This is not an insignificant effect as approximately 65% of 

domestic corporate transferees are part of dual career marriages (Marshall and Greenwood 

2002).  In some cases, the effect of the move is large. In other cases it is small. And the effect 

often differs for different members of a family.  The cost may be high or low depending on the 

degree to which the community and its accompaniments factored into a family member‘s life and 

the degree to which it was currently meeting a family member‘s needs.  All of the costs are borne 

within an economy characterized by uncertainty.  The recession which began in late 2007, 

sometimes referred to as the "Great Recession" and described as the worst economic downturn in 

the U.S. since the Great Depression (Sum et al. 2009), has exacerbated employment uncertainly 
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and vulnerability and minimized Americans ability to choose the circumstances and locations of 

their employment.  In the global economy, moving every few years is the route to the executive 

suite -- or mere survival (Kilborn 2009).  

 With employee relocation, the employee accepts new paid work but the family must also 

accept the work of re-creating their daily lives.  This study investigates what this work that I 

have termed ―adaptation work‖ consists of, who does it, and what challenges and what aids are 

encountered in carrying it out.  Adaptation work would include tactical, practical, and emotional 

activities as varied as house hunting, finding new paid work for a partner, getting phone service, 

registering kids for school, setting up play-dates with new classmates, and providing comfort and 

encouragement to family members grieving the change.  Most importantly, it is a set of activities 

that is undertaken specifically as a result of an employer-employee arrangement.          

 In the U.S. we operate under the myth of separate spheres, that is, the myth that work 

and family are separate and distinct institutions (Garey 1999, Brush 1999, Osmond and Thorne 

1993).  Corporations follow this mythical framework as they relocate labor to where it is 

expected to be most advantageous for business, but the separation is not real.  In reality there is a 

significant interconnection between the world of work and the world of family.  The 

phenomenon of employee relocation offers a unique picture of the true connection between work 

and family.  From a macro-level perspective, the institution of work is imposing on the 

institution of family by creating this movement of people across communities and the subsequent 

need for adaptation work.  On a micro-level, within relocated families this adaptation work must 

be allocated across family members through domestic politics and then executed.       

The goal of this research is to discover how families go about the process of 

rebuilding daily lives in new communities after an employee corporate relocation and what 
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the role of gender is in that process.  The study will ask what tasks, efforts and strategies are 

required to acclimate all family members to a move, to get them to a sense of normalcy, and 

to a situation where they have the resources, attitudes/feelings and schedules they require.  In 

short: ―What does ‗adaptation work‘ look like?‖  The question is a complex one - Who in the 

family takes on which tasks in adaptation work related to overall family needs, each partner‘s 

needs, and/or children‘s needs? Why is the work distributed this way?  Are there different 

forms of adaptation work necessary for families with one earner compared with families with 

two earners?  What community characteristics help or hinder the execution of ‗adaptation 

work‘?  Adaptation work likely includes primarily reproductive labor but it may straddle the 

productive and reproductive categories, given the modifications that may be required in some 

families in accompanying spouse's paid work role and activities.  Defining Adaptation Work, 

then, will help to further expose the fallacy of the division between work and family. 

In developing the project I hypothesized that, like other forms of reproductive labor, 

adaptation work is highly gendered and disproportionately performed by women regardless 

of their own labor force participation. Where men take on tasks that can be defined as 

adaptation work, I expected the tasks are more likely to be practical tasks (ie. arranging for 

electrical service), rather than strategic tasks (ie. selecting new schools and doctors), 

relational tasks (ie. arranging activities to get to know neighbors) or emotional tasks (ie. 

encouraging children as they venture into new settings).  In couples where men are in the role 

of accompanying spouse, I expected them to engage in adaptation work regarding their own 

paid labor activities. 

My hypotheses followed past findings in studies of reproductive labor.  Hochschild 

(1979) laid the groundwork for recognizing and challenging the devaluation of often invisible 
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aspects of reproductive labor such as emotion work, that is, work involved in interpersonal 

support of family members, the active construction of home as a place of comfort, and other 

activities built around the feelings and emotions of the family.  I expected adaptation work to 

involve many instrumental tasks, but emotion work was also expected to be a predominant 

activity in bringing about a sense of normalcy after relocation.  In past research emotion 

work in the family has been found to be disproportionately led and carried out by women 

(e.g. Duncombe and Marsden 1993, DeVault 1999). It was important in this study to consider 

how emotion work is a component of adaptation work and whether the distribution of 

emotion work in this unique circumstance varies from typical gendered distributions.  To 

truly understand what people do, one must understand why they do it and how they feel 

about it. Hence, emotion will be examined as part of the project.      

Many feminist scholars (e.g. Di Leonardo 1998, Devault 1999) followed in 

Hochschild's path studying emotion work and other subcategories of reproductive labor and 

revealing the disproportionate burden women bear for these categories of work.  Also 

household labor studies reveal that women perform the majority of work in the home 

especially on-going, nondiscretionary, mundane activities like cooking and cleaning. Men, on 

the other hand, do less household work and more often perform occasional, time-flexible 

activities like yard work and home repairs (Coltrane 2000).  Finally, based on findings from 

my preliminary work (Whitaker 2004, 2005, 2010) and literature on the role of social capital 

and social networks in middle class milieus (e.g. Hansen 2005, Wellman 1998), I expected 

women rather than men to do the work of generating community ties, friendships and support 

networks.        
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The research used a feminist methodology, that is, a conscious aim to connect 

women‘s experiences in families to the larger social context and to capture how women 

struggle against and adapt to family relations that both nurture and oppress them (Thompson 

1992). While the research examined multiple variables including economic, community, 

network, and life-course conditions, gender acted as a primary organizing principle in data 

collection and analysis. Throughout the research process, I actively sought out the gendered 

aspects of employee relocation adaptation and uncovered ways that gender impacts it.  The 

project involved qualitative, in-depth interviews with both husbands and wives in relocated 

families allowing for a study of women‘s experiences mediated by theoretical analysis 

(Cancian 1992).  By including, analyzing and contrasting reports of women‘s experiences 

with those of their husbands, the research was able to clearly determine the unique 

perceptions of the adaptation work by gender. 

 This research is a follow-up to my earlier exploratory research project on the decision 

process and the adaptation process that professional, middle class families undergo when 

relocated within the U.S. for a husband‘s employment (Whitaker 2005, Whitaker 2004)  The 

exploratory study was based on interviews with a small sample of accompanying wives only. 

Results suggested that professional, middle-class families feel pressure from the increasingly 

tenuous nature of managerial jobs and the frequency with which employers reorganize their 

businesses and their workforces.  The first phase of research also pointed to the loss and 

subsequent rebuilding of social capital and social networks in the reproductive sphere as critical 

to the experience of relocation and the success of family adaptation. 

Past work in the social sciences on relocation has been sparse and has emphasized 

primarily the decision between spouses on whether to undertake a move.  This research will 
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make a unique contribution because it offers a theory of the move and post-move processes of 

transition and re-settlement using a new theoretical framing of ‗adaptation work‘.   

The chapters that follow fall into three general groups - additional study specifics, 

detailed findings by category of adaptation work, and a conclusion.  The additional study 

parameters are found in Chapter 2 which provides a summary of the varied literature that 

contributed to the analysis and Chapter 3 which explains the research methodology.  Chapter 4 

serves as an introduction to the detailed findings by explaining the temporal facets of adaptation 

work and a offering a summary of the four categories of adaptation work that were identified.  

Chapters 5 through 8 each delve into the specifics of these four categories of adaptation work.  

Finally, Chapter 9 offers a conclusion that ties findings together and thus defines the role of 

gender in family adaptation after an employee relocation.  Limitations to the study and potential 

next steps are offered in the conclusion.      
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Chapter II 

 

THE REVIEW OF LITERATURE  

 

 The impact of employee relocation on families is a relatively unexplored area of inquiry 

within sociology.  Works that address relocation are infrequent, are found primarily in business, 

economics and psychology venues, and the majority are concerned only with the decision to 

relocate (e.g. Lichter 1982, Bielby and Bielby 1992, Shihadeh 1991, Pixley and Moen 2003, 

Cooke 2003, Hiller and McCraig 2007).  Therefore, an overview of the relocation literature 

within the social sciences must include works from multiple disciplines and from multiple sub-

areas of sociology including feminist theory/gender studies, work-family studies, migration 

studies and social capital studies that contribute important theories and concepts to the research.       

Relocation Literature 

The body of academic research that specifically addresses employee relocation is limited 

yet diverse.  In works that investigate the decision process or the propensity for family migration, 

several theories have been presented including the family-life cycle theory, human capital theory, 

power balance theory, and gender-role theory.   Although this project does not look directly at 

the process of deciding whether or not to undertake a move, theory generated in past research on 

this topic is important for understanding and  analyzing the dynamics behind negotiations and 

labor divisions of adaptation work. 

 The family life cycle model suggests that migration is more likely for unmarrieds (Smits, 

Mulder and Hooimeijer 2003) and younger marrieds with no children or young children who 

have not yet entered school (Nivalainen 2004).  In the earlier years of one‘s career and one‘s 
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family ―individuals are less tied to a specific geographic area due to family concerns and are 

typically more oriented toward developing new skills" (Eby and Russell 2000: 46).  

 The Human Capital Framework derives from a neo-classical economics approach. A pure 

neoclassical economic view of migration  uses the concept of the 'rational migrant' who makes a 

move decision based on estimation of how to maximize lifetime utility in both monetary and 

non-monetary costs and benefits (Sjaastad 1962).  Pollacheck and Horvath (1977) moved the 

theoretical discourse beyond the study of individual behavior by recognizing that families must 

make joint decisions.  They suggested that, as with the individual 'rational migrant', family 

members maximize the net present value of migration on the combined costs and benefits to all 

family members.  

 Mincer (1978) introduced the critical factors of 1) uneven return across couples, and 2) 

disproportionate return across gender.  Specifically, he postulated that women were more likely 

to be the disadvantaged party in a dyad moving for one spouse's job, even if the move brought 

overall positive net gains to the couple.  He held that women have lower earning potential and 

more discontinuous labor force participation, hence the disadvantage.  Mincer's theoretical 

position was consistent with economic rationality as the guiding principle behind the 

family/couple decision, but he did recognize the complexity of joint consequences.   In spite of 

the recognition of unequal returns, economists use the consensus model to justify the value of 

economic rationality as an explanatory mechanism.  The consensus model says that individuals 

in a family unit consent to acting in the overall interest of the unit by using one pooled utility 

function for the family (Lundberg and Pollak 1996). 

 A variation, though still fundamentally a product of the concept of rational behavior, is 

the human-capital theory of family migration.  The human-capital theory of family migration 
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says that family migration decisions will pool information on the income-producing capacity of 

each family member.  Thus, interests of the higher-producing member (assumed to be the one 

with the most human capital) will be weighted more highly in the accounting.  Alternative forms 

of human capital are recognized and shown to have different impacts on migration decisions.  

General human capital, (defined as education) is believed to have a positive correlation to 

relocating, but location-specific human capital (job experience) is believed to discourage 

relocating (Nivalainen 2004).  The human-capital model prevails as the most conceptually 

dominant explanatory theory, though it has not stood up to empirical challenges (Cooke 2003).   

Human-capital theory deviates from the broader view of neoclassical economic rationality in that 

it confines itself to monetary benefits, ignoring other intangible costs and benefits.   

 The gender-role ideology model argues that family migration decisions, like many social 

acts, are likely to follow socially constructed perceptions of appropriate but unequal gender roles 

in work and family. Therefore, men‘s careers are prioritized in family migration decisions.  

Specifically, women are expected to place family ahead of personal goals and to have ultimate 

responsibility for reproductive activities.  Men are expected to assume the position of primary 

breadwinner, and as such, place emphasis on economic and career success.  The gender-role 

theory suggests that women defer to their spouse's interests on questions of his job-related 

decisions but they place family considerations first on questions of their own job-related 

decisions (e.g. Bielby and Bielby 1992, Lichter 1983, Shihadeh 1991).  The model has been 

empirically supported, but still it remains the less dominant paradigm (Cooke 2003).   

 Bielby and Bielby (1992) considered the degree to which gender-role ideology 

―introduces asymmetry into the process by which husbands and wives decide how to respond to 

a job opportunity in a different location‖ (1245).  Their research was confined to dual-earner 
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couples and it revealed that gender role ideology along with labor market structure contribute to 

a husband‘s greater power within the dyad.  Pixley and Moen (2003) investigated the degree to 

which a gender-role ideology model still held in this period when a majority of women are active 

wage-earners, and they found that ―contemporary couples more often choose the strategy of 

favoring the husband‘s career than of favoring the wife‘s career‖ (199).  They did, however, find 

that while career hierarchies in families continue to favor men, the gender preferences are much 

less pronounced and less universal than in past generations.  Older men, more highly educated 

men and men from families with more traditional gender-role ideologies were most likely to 

receive priority over their wives.  Bielby and Bielby (1992) also found traditional gender role 

beliefs to be relevant and to be positively correlated with the decision to decline a wife‘s 

relocation opportunity.   

Finally, a power balance approach suggests that in family decision making it is the 

differences in resources, not the gender of the spouse, that counts when looking at which spouse 

has the greatest influence on major family decisions like long distance migration.  In the past and 

in marriages with more traditional wage-earning arrangements, men were more likely to have the 

power that linked to resources but that relationship has weakened as women‘s labor force 

participation has grown.  Smits et al. (2003) found that in the Netherlands an unequal balance in 

earning capacity was linked to migration propensity regardless of which spouse had the higher 

capacity.  Compared with a human capital approach, the justification for a move under power 

balance theory is linked not simply to economic rationality but to differentials in marital power.  

Conceptual variants of the power-balance theory are family resource theory (Shihadeh 1991), 

marital power theory (Smits et al. 2003), and social exchange theory (Bielby and Bileby 1992).  

Family resource theory suggests that a move can exacerbate the power differential in a couple by 
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lowering the material contribution of one partner at the same time that it raises the contribution 

of the already-more-powerful partner.  Ultimately, decisions result from an accounting of costs 

and benefits, though different costs and benefits are weighted differently based on power derived 

from resources. Power-balance theory recognizes age, education and gender as factors that in 

practice potentially relate to differences in resources through their effect on human capital 

development (Nivalainen 2004).   

 Joy Pixley's emerging research on dual income couple's ―career-prioritizing, described in 

an interview with the Sloan Work and Family Research Center‖, used gender as a central 

principle (Casey 2010).  Pixley uses the term 'career prioritizing' because couples must 

(consciously or not) either give more priority to one partner‘s career or give equal priority to the 

impact of the decision on both partners‘ careers.  She breaks down couples' career prioritizing as 

falling into the following five types - 1) 'no decision', where couples never face any major 

decisions that would affect both their careers; 2) 'equal decisions,' where they face at least one 

major decision about moving, but any decision has approximately equal effects on each spouse‘s 

career; 3) the 'husband moderate gains' pattern, where couples make one or two decisions that are 

somewhat better for the husband‘s career and no decisions favoring the wife‘s career; 4) the 

'husband large gains' pattern, where one or two decisions are substantially better for the 

husband‘s career, often preceded by an early decision slightly more beneficial to the wife‘s 

career; and, 5) the 'taking turns' pattern, where couples make at least two decisions that alternate 

between favoring the wife‘s and favoring the husband‘s career (Casey 2010).   

 Not all of the couples in my sample were dual- income as Pixley's were, and none fell 

into the first category of "no decision" since, by design, all relocated for one spouse's paid work.  

Her categorizations acknowledge the difficulty in negotiating careers in the current historical 
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period when women in couples are usually paid workers.  Her research also draws attention to 

the importance of looking at gender when studying these effects.  Again by design, my project 

includes couples who prioritize the wife's career, but Pixley found that situation to be rare.            

I have only discovered a handful of academic works that examine post-relocation 

activities or satisfaction.  Findings suggest that the earnings outcome of relocation is beneficial 

primarily to men and that ―neither single nor married women seem to be successful in translating 

migration into gains in the workplace‖ (Morrison and Lichter 1988: 171).  Shihadeh (1991) 

looked at wives‘ postmigration employment and found that because females deferred to their 

partners‘ employment-related decision to move, they experienced subsequent penalties in their 

own employment regardless of whether the wife held less, equal or greater human capital and 

earning power than her partner (441).  In Shihadeh‘s study, the researcher looked not at the 

different value placed on productive versus reproductive labor but at the ―normative pressures 

arising out of traditional gender-role distinctions‖ (Shihadeh 1991: 442).  Cooke (2003) also 

challenges the human capital framework in support of the gender-role model by looking at post-

move incomes and concluding that ―the effect of family migration on individual earnings is 

largely a function of gender‖ (347). 

Feminist Theory 

 This research is guided by feminist theory and feminist principles as applied to the 

subject of work and family studies.  Given that feminist theory has multiple and competing 

definitions, it is important to clarify the foundations that will underpin the subsequent analysis.  

Academic feminism as we know it today is a by-product of the women‘s movement – the first 

wave that was active from the 1850‘s to the beginning of the first world war that fought against 

social and legal inequities, but more importantly the second-wave that emerged in the 1960‘s to 
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rail against women‘s subordination (Osmond and Thorne 1993).  During the 1960‘s and 1970‘s 

there were multiple perspectives of feminist theory including  liberal feminism, radical feminism, 

Marxist feminism, and socialist feminism.  All forms of feminism ―offered different answers to 

questions about why women have lesser social status and fewer advantages than men.  Despite 

their differences, each implicated the family in one way or another‖  (Baca Zinn 2000: 45).  Thus 

was the role of feminism in family studies solidified. 

   Feminists challenged the pervasive view of the naturalness and rightness of separate 

spheres, linking that ideology to women‘s subordination in the home and the greater society.  

They disputed the concept of innate  role differentiation to reveal oppressive family politics.   

Academic feminism continues to have a political motivation such that it calls for the 

development of  knowledge that will further social change, not just the development of 

knowledge for knowledge's sake.  Its objective is to confront and end the subordination of 

women and related patterns of subordination based on social class, race, ethnicity, age and sexual 

orientation. (Osmond et al. 1993: 592)   

The central themes of feminist theory in family studies today are: 1) Women‘s 

experiences are central to our understanding of families, and gender should be a basic organizing 

concept of family research. Past research has ignored the life experiences of women and thus has 

skewed our understanding of the world; 2) Gender and families are socially constructed and 

historically changing.  Gender is not a fixed concept and the use and exaggeration of biological 

distinctions is simply to legitimize and perpetuate power relations between women and men; 3) 

Social and historical contexts are important to understanding women and families; 4) There are 

many forms of families; 5) Individual families are the product of human agency. Human agency 

is critical to understanding how people cope with, adapt to and change families to create 



17 

 

meaningful lives for themselves;  6) There is no objective, unbiased observation of humans; and,  

7) Families are linked with larger institutions and structures.    

Additionally, we must attend to the ways that families affect the other structures and 

institutions of society (Baca Zinn 2000, Ingoldsby et al. 2004, Osmond and Thorne 1993).  

Cooper (2001) reiterates the importance of clearly delineating guiding themes through this 

declaration: ―There is no neutral space from which to describe theoretical and conceptual 

issues…and [attempts at research on human subjects comes] from a particular perspective and 

defines the key concepts accordingly‖ (Cooper 2001: 12). 

The impetus to family migration in this study is work, and feminist theory informs us of 

the highly gendered nature of work in our society.  In order to understand any work 

phenomenon, one must consider the disparate valuation given to types of work and workers.  

When considering work in the U.S., feminist theorists refer to productive labor and reproductive 

labor to express the dichotomy of activities that are perceived to exist for men and women in the 

middle class. Productive activity, or paid labor, is treated as men‘s domain while reproductive 

activity, unpaid labor necessary for the reproduction of everyday life, is treated as women‘s 

domain.  Brush states, ―Men‘s productive activity counts historically and financially.  Women‘s 

reproductive activity yields, at best, private and non-pecuniary rewards.‖ (Brush 1999: 161)   

Even in the increasingly prevalent cases where women work, that is, they engage in productive 

activities, they have not been alleviated of their position as primary performer of reproductive 

activities (Hochschild 1989, Greenstein 2000)  Though the production/reproduction dichotomy 

does not accurately reflect the experiences of many families, especially minority and immigrant 

families, the perception of this dichotomy as a real one affects the actions of corporations and 

gender role ideology in the United States.   
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Also, the dichotomous treatment of productive and reproductive labor results in unequal 

costs faced by individuals in relocated families.  In the industrialized west, when a husband‘s job 

(as mentioned earlier, 84% of transfers are husband-centered) results in a physical move for the 

family, the importance of that productive activity is transcending the importance of other family 

members‘ area-specific activities.  Reproductive labor is treated as portable and other family 

members‘ productive activities (such as women‘s and children‘s jobs) are treated as either 

portable, replaceable or expendable.  The gendered nature of productive work and the 

corresponding advantages bestowed upon it result in disparate power in the decision process 

(Whitaker 2005). 

Some academics and activists argue that we are currently in a third-wave of feminism 

that began in the early 1990's.  The third wave has been deliberately hard to define, lest it be 

confined and become exclusive (Gillis et al. 2004).  Some suggest that the third wave is for 

younger women who enjoy improved gender equality than their second wave predecessors but 

still continue to keep feminism alive (Ibid).  Others offer that it is an expansion beyond a white 

middle class feminism and it incorporates concerns about social and legal inequalities for women 

within a more complex framework of intersections with race, class, gender, age and sexual 

orientation (Ibid).  Still others contend the third wave is where women use their improved power 

to forward gender-inclusive causes and not just seek out women's rights (Lorber 2005).  The 

pursuit of family friendly workplaces and recognition of the different plights of working women 

across primary and secondary employment markets would seem to fit within these varied 

definitions.   

As third wave feminism emerged in the 1990's, so did new theoretical manifestations of 

feminism, most specifically "social construction feminism", which I rely on heavily in my 
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analyses. Lorber (2005) says that social construction feminism  "looks at the structure of the 

gendered social order as a whole and the processes that construct and maintain it.  Social 

construction feminism sees gender as a society wide institution because it is built into all the 

major social organizations.  As a social institution gender determines distribution of power, 

privilege and resources".  Other major social statuses combine with gender to produce an overall 

stratification system. The process of 'doing gender' is central to this perspective, as is the 

perception that not doing gender can work to weaken traditional binary definitions of gender.  In 

this study, I combine the institutional vantage of social construction feminism with themes and 

challenges feminists find within work/family studies.   

The following discussion of work and family literature is not distinct from a discussion of 

gender, but rather is a continuation of the same.  As Gerstel et al. (2002) say, "To think about the 

relationship of work and family is to think about gender".    

Work/Family Studies 

Work and family studies is a relatively new multidisciplinary academic field.   Rosabeth 

Moss Kanter was among a small, first generation of researchers who insightfully saw the critical 

linkages between the institutions work and family at a time when each was viewed as the 

purview of different academic specializations. Kanter's Work and Family in The United States 

and Men and Women of the Corporation, both originally published in 1977, were important first 

works that provided an integrated view of the two domains.  Both served to pave the way for 

sharing ideas across disciplines, and over time the new field of work-family study emerged.  It 

has integrated ideas and efforts across research from such previously disparate groups as law, 

economics, psychology, management, social work, human resources, labor relations, sociology, 

history, and public policy. In addition, it has provided a forum and language for an important and 
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on-going discussion.  As work and family both continually evolve in an ever-changing world, it 

is imperative that work-family researchers regularly contribute to discussions that bring and keep 

the two endeavors in sync.         

 Work-family research examines not just the overlap between work and family, but the 

reality that work and family are intertwined.  This dichotomy must be differentiated from the 

dichotomy between types of labor (productive and reproductive).  The work-family dichotomy 

refers to the view point that work and family as institutions are discrete.  Our society operates 

under the myth of separate spheres, the belief that work or productive activity exists within the 

public domain while family-life takes place within the private domain (Baca Zinn 2003).  

Through this ideology, employing institutions are able to design workplaces and expectations 

that center only on one aspect of the equation of an individual worker's life, the work side.  For 

the equation to balance, the individual must reconcile both sides, often to the detriment of each.  

Home and family are more likely to suffer when there is discontinuity.  The disadvantaged 

position of the home realm comes from both cultural factors that deem paid work as more 

valuable than family and from structural factors that give employing organizations power over 

the individual.  The incongruence between the design of job demands and organizational career 

systems and the labor force‘s need to have flexibility and support to enable regular participation 

in caregiving roles is referred to as structural mismatch (Kossek 2006).  Structural mismatch is 

an ongoing problem between work and family as each domain evolves and changes.  The work-

family literature seeks to clarify the connections between the domains through study of the work-

family interface.  

 Two streams of work-family research exist - one that looks at the impact of work on 

family and another that looks at the impact of family on work (Pitt-Catsouphes et al. 2006).  
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Definitions for impacts, strategies and effects have been developed within the new discipline 

(Greenhaus and Singh 2003, Lambert 1990).  Positive impacts are defined as enhancements or 

enrichments, while negative impacts are referred to as conflict.    Individuals may manage 

work-family conflict through accommodation (reducing involvement in one role to 

accommodate demands of another role); compensation ("efforts by individuals to offset 

dissatisfaction in one role by seeking satisfaction in another role" (Greenhaus & Singh 2003)); 

or, segmentation (intentional separation of work and family roles such that one role is actively 

suppressed from affecting the other).  The interface between work and family can affect one or 

multiple individuals. Spillover occurs when one domain of life affects the other domain for a 

single individual. Crossover occurs when work-family conflict experienced by one individual 

affects another individual in the same social environment such as a spouse, child or co-worker.  

The existence of both spillover and crossover demonstrate the fluid boundaries between work 

and family life (Westman 2005). 

Work and family life have undergone significant changes since the late 1970's when the 

work-family field began to emerge. In the world of work changes have included a continued 

move toward a post-industrial, knowledge based economy; expanded globalization; high rates of 

technological change; and a decline in long-term employment relationships (Farber 2007).  

Women have continued to engage in paid work at increasing rates, age demographics have 

shifted, and the number of single-parent families has increased.  As these structural changes 

occur, modifications are needed in work and family to allow the two to interface effectively.                       

Thinking of corporate relocation through a work-family lens, involves looking at 

crossover effects of work imperatives on other family members.  This research assumes that the 

crossover results in a set of tasks that I am calling adaptation work.  Adaptation work must be 
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accomplished to reconcile changes that result from a move. Analysis of the distribution of 

adaptation work across employer, employee and other family members should demonstrate the 

level of corporations' adherence to the myth of separate spheres.  To some degree this misguided 

ideology must persist if a move is introduced.  By definition, the ideology assumes other family 

members' activities are separate or secondary to the productive activity that precipitates the offer.   

I expected to find that families continue to bear responsibility for privately reconciling 

changes that result from a move.  The myth of separate spheres between work and family 

absolves the corporation of the need to address and recognize how relocation may infringe on a 

family.  Families must consider the costs and benefits of the prospective move and make a 

decision.  The corporation need only consider how the move affects productivity and the 

economic goals of the business.    

Hochschild's  (2003) research argues that separate spheres ideology continues. She 

examines the interconnection between work and family and the ways in which corporations draw 

upon the family but justify exemption from offering reciprocal support.  Specifically, the 

discussion reveals how the workplace colonizes families, using their social resources, energy and 

social capital for its own purposes.  

Margolis (1979) undertook an early work of qualitative research among managers and 

their families.  She looked specifically at the impact of serial relocation for managers at large 

corporations in the early 1970‘s, and she notes the corporation's colonization of the family for its 

own purposes that was explicated by Hochschild decades later. Margolis' work makes a 

longitudinal comparison to this study possible.  The comparison will contribute to understanding 

how the erosion of white collar job security has impacted families that must acquiesce to the 

demands of an uncertain labor force.  The context of corporate moves has changed since 



23 

 

Margolis‘ data collection was completed in 1973.  In that era, she found that families were very 

reliant on the corporation for their sense of attachment because the corporation was one of the 

only constants in their lives.  Margolis says ―Men and women did not become autonomous; 

instead they transferred their needs for security, nurture and community from family and friends 

to the corporation‖ (53).  Corporations operated with the conflicting assumptions that families 

were separate and distinct from the workplace yet there was a reciprocal sense of  loyalty and 

obligation between them. Workers still move for corporations but there is no longer a contract of 

loyalty between the two.  The corporation does not act as ―father figure‖ any longer, a source of 

care and support throughout the years.  Margolis‘ findings suggest that, when transferred, the 

needs for security, nurture and community are met by the employer, and therefore these needs 

are not in need of being replaced.   

Margolis‘ work is different than the present study because her study looked only at the 

careers of men and it assumed without challenge the primary role of wife as domestic caretaker. 

One can see this vantage point in statements such as ―His announcement to his wife that a 

transfer is in the offing is similar, especially in the early years of his career, to her announcement 

of a pregnancy‖ (50).  Since Margolis' research, women‘s role in the family and the labor force 

has expanded, thus complicating the work and sacrifices women must accept in a corporate 

relocation.   

Work/family research has also looked into the micro aspects of the interaction between 

work and family through studies of domestic politics and divisions of labor in reproductive work.  

A lot of research has examined how household labor is distributed within a family (e.g. Feree 

1990, Thompson and Walker 1989, Hochschild 1989, Zvonkovic et al. 1996, Presser 1994, 

Bianchi et al. 2000, Lee and Waite 2005).  The topic has been of keen interest in the fields of 
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family, work and family, and also gender over the past several decades because norms and 

behaviors surrounding gender and unpaid work have not evolved at the same pace as norms and 

behaviors surrounding gender and paid work.  Women‘s labor force participation rates rival 

men‘s but women continue to do the majority of housework (Lee and Waite 2005).  In an 

overview of the sociological literature on household labor, Coltrane (2000) argues that ―these 

patterns can only be understood by attending to the symbolic significance of household labor in 

the social construction of gender and by analyzing the social, cultural, economic and political 

contexts in which men and women form families, raise children, and sustain households‖ (1208).  

In his important synthesis of past research on the subject, Coltrane reviews conceptual 

developments in household labor studies that fall within the categories of gender construction, 

economic and exchange perspectives, institutional influences, socialist-feminist theories, life-

course factors, and psychological and socialization theories.  Theories of the household division 

of labor are fundamental to an investigation of gender distributions of adaptation work in an 

employee relocation.    

Gender construction theory, also known as social construction feminism as described 

above, begins with assumptions of social structural constraints and power imbalance.  It is an 

interactionist perspective that posits active definition of gender through symbolic differentiation 

of roles and tasks for men and women (e.g. Ferree 1990, Osmond and Thorne 1993) . An 

exchange perspective is very different and offers the argument that the delegation of tasks by 

gender within families is somehow sourced in efficiency and the maximization of utility for the 

family as a whole (Becker 1981).  As the name implies, the institutional influence lens has been 

used to examine the ways in which social institutions impose constraints on family decision 

making such that household divisions of labor are the natural outcome.  Examples include 
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studies on the effects of job-scheduling (e.g. Presser 1994); migration (e.g. Hondagneu-Sotelo 

1992), and the post-industrial economy (e.g. Gerson 1993) on household divisions of labor.  

Socialist Feminist Theory relates household divisions of labor to the dual systems of capitalism 

and patriarchy whereby the hierarchical distribution of work reduces women's status and serves 

to reinforce both a capitalist economic system and the primacy of men in that capitalist society  

(Hartmann 1990).  A life-course approach is a hybrid perspective that incorporates family 

ecology, role identity, and socialization theory, among others, to hypothesize how life transitions 

related to aging, marriage and child-bearing impact the sexual division of labor (e.g. Pittman and 

Blanchard 1996).  Finally psychological and socialization theories argue that individuals are 

socialized or taught the appropriate roles of men and women through words, observation and 

interaction. The degree to which individuals adhere to traditional attitudes learned through 

socialization will drive the adherence to a sexual division of household labor.     

Household labor is not the only facet of reproductive work that is gendered and 

undervalued.  Important sociological studies have made visible the important activities 

associated with emotion work (e.g. DeVault 1999, Hochschild 2003), kin work (e.g. Di Leonardo 

1998), and of course, care work (e.g. Garey 1999, Gerstel 2002).   

In an  investigation of the move experiences of women whose husbands were clergy with 

regular reassignments, Frame and Shehan (1994) examined the situation of serial relocaters 

(individual who relocate repeatedly over time) using the premise that husbands are always 

earners while women are always the trailing spouses,.  The qualitative findings revealed several 

key stressors for women relating to household divisions of labor and emotion work including: an 

increase in demand for women's household labor when setting up house; the reluctance of 

women to form friendships due to anticipatory grief; a denial of women's desire to personalize 
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and connect with one's home due to a lack of permanency; the disruption of children's social 

networks and the need for mothers' assistance in readjustment; the responsibility of women for 

re-establishing instrumental support systems; the disruption of women's employment; a lack of 

support from husbands who are preoccupied with career transitions and do not recognize the 

strain on other family members. 

Below I provide a more thorough discussion of the gendered nature of the work of 

developing social capital as a resource for middle class families, a form of work closely related 

to kin work which accomplishes the maintenance and on-going strength of extended family 

networks (Gerstel and Gallagher 1993).                 

Migration  

Studies of ethnic group migration have frequently discussed the importance of ethnic 

enclaves, or discrete areas of ethnic group residence and interaction, as important sources of 

varied resources and support (e.g. Portes and Bach 1985, Gold 1995, Gold 2002, Light and Gold 

2000) including money, shelter, loans, jobs, references and referrals, friendship, companionship, 

shared culture and other forms of assistance and relief.   I found in an exploratory study evidence 

of a parallel phenomenon among relocated families (Whitaker 2010).  Relocated families in this 

study reported that they shared a common situation, common challenges, and common 

understandings with other relocated families. Thus, they were ideally suited to offering each 

other support and a sense of community and connectedness.  Families with successful moves 

sometimes found themselves in ―relocation enclaves‖, that is, areas like towns, neighborhoods or 

subdivisions with a disproportionately high percentage of transferees where interdependence 

among families was commonplace and easy to develop.  The concept of enclaves will be 
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considered and applied to the nationally migrating middle-class families in this study in the 

context of identifying community characteristics that facilitate adaptation work.   

Social Capital   

Family migration requires a period of social transformation when family members must 

renegotiate the nature of many social connections and when they may need to develop new social 

networks and new support resources.  Different individuals rely differently on other people in 

their daily lives and proximity can be an important factor in the supportive potential of friends, 

family and acquaintances.  Previous research (e.g. Whitaker 2010, Hansen 2005) shows that 

middle class families do need and draw upon relationships and support resources in the areas 

where they reside.  As such, social capital theory is an important basis for analysis and theory 

generation in this study.  The application of social capital theory must consider context in terms 

of both class and gender.   First, however, conflicting definitions of social capital must be sorted 

out for clarity and application to the study at hand.  

Social connections as a means to resources, otherwise labeled social capital in the social 

sciences, have been the subject of extensive academic discussion in the past decade. Many have 

argued in the vast social capital literature that the concept, social capital, has become overused 

and over-applied to the point that it is now ill-defined and not useful (e.g. Wilson 2001, van 

Meter 1999, Portes 2000).   Portes (2000) addresses the confusion and controversy by 

distinguishing between social capital as applied on an individual level versus social capital as 

applied on the community level.  He clarifies that the original theoretical developments by 

Bourdieu (1980) and Coleman (1993) referred to a ―set of benefits accruing to individuals or 

families by virtue of their ties with others‖ (Portes 2000: 2).  Portes describes social capital as 

something that must be actively created, something that is ―the result of participation in groups 
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and the deliberate construction of sociability for purposes of creating this resource‖ (Portes 1998: 

3).  He argues that in order to develop social capital, individuals must make some form of 

investment, and that social capital is a two-way street where individuals must somehow 

reciprocate when they are recipients of resources.  The form of reciprocation can vary greatly, 

and the time horizon on reciprocation can be long or short depending on the situation.  Portes 

(1998) developed the concept of bounded solidarity for groups in like circumstances, whereby 

individuals who find themselves together in a common predicament identify with and support 

each other.   

Using the individual level of analysis, social capital is conceptualized as a commodity 

belonging to individuals and not to the communities who are affected.  However, some 

communities may have a higher level of ―civicness‖ or social capital availability for the 

individuals who reside there (Portes 1998).   Wuthnow (1998) suggests that networks are formed 

much more loosely and from a variety of different sources. His discussion also focuses on how 

individuals find ties, suggesting that the ties are there but the community itself is not a primary 

source.  Instead, ties can be formed through means such as the workplace (which is increasingly 

far from a worker‘s home), through internet connection, from past relationships in school and 

higher education and other geographically widespread sources (Wuthnow 1998).   

 This perspective suggests questions for the study of employee relocation:  Do 

communities offer meaningful support networks and connections for relocated families?  

Although people today have the ability to maintain relationships long distance, can those long 

distance relationships offer the day-to-day resources people need?  If the area around one‘s 

residence is not a critical source of social relationships does moving affect social capital?  This 

project explores these issues. 
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Past research has shown that the benefits that individuals seek or achieve with social 

capital vary by class (e.g. Wellman 1998, Rapp 1999, Stack 1974, Edin and Lein 1997).  Because 

social capital is linked to class, it is necessary to consider the class position of the study 

population - families who are moved by a corporation to fill a job. Families that undergo a 

corporate-paid move would occupy a relatively homogeneous class position with most being in 

the middle to upper-middle class.  Because social capital is linked to class we must consider its 

meaning in this distinct social location. Wellman contends that ―personal community networks in 

more prosperous First World milieus are principally relations of reproduction‖ (Wellman 1998: 

237, emphasis his). This is a class-specific generalization that recognizes the higher incidence of 

economic reliance and sharing or ―pooling‖ among the poor and working classes (Rapp 1999: 

185).  In the relocated population of this study, the middle-class construct holds – social capital 

primarily serves needs in the reproductive sphere.  In fact, this construct is mandated by the norm 

assuming the appropriateness of middle-class family self-sufficiency; the norms that discrepancy 

of condition between extended family members and friends is acceptable; and, that infringing on 

kin or friends for financial resources or assistance would only be appropriate in dire situations. 

When exceptional economic resources are called for among the middle class, non-familial 

institutions are usually called upon in the form of medical insurance, credit etc (Rapp 1999). 

Unlike families in less-privileged classes, families in the professional middle-class 

behave as if networks are not available for financial support and that they ought to maintain 

economic self-sufficiency at the nuclear family level.  ―The networks of First Worlders are 

therefore often built around achieving companionship, soothing domestic stress, and obtaining 

reliable, flexible low-cost domestic services.  These are not trivial pursuits, because few people 

want to place themselves at the mercy of markets and institutions to deal with such needs‖ 
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(Wellman 1998: 237).  Implicit in the work on class and networks, then, is the fact that forfeiting 

networks for the population under consideration here equates to forfeiting reproductive 

resources, the resources drawn upon primarily by women, the stewards of the reproductive 

sphere.  Hansen (2005) argues that middle-class families have increased their reliance on 

networks to help them rear children and do care work. The increase, she says, can be explained 

by the structural changes that have created harsher conditions in middle-class and working class 

communities, the precariousness of middle class employment, employment insecurity, longer 

work hours, and a shortage of available kin assistance (12).  It follows from the work on social 

capital in the middle class that adaptation work following a relocation would include the 

rebuilding of social networks of support, that effort must be expended in this rebuilding effort 

and that women would be most invested in the process. 

Healthfulness and sense of well-being have also been tied to an individual‘s level and 

quality of social ties (e.g. House et al. 1988, Knapp and Hewison 1998, Helliwell and Putnam 

2004).  Social inclusion has been found to be a determinant of positive mental-health. Belonging 

to a social network of communication, support and mutual obligation gives people a sense of 

being loved and esteemed which has a powerful effect on health (e.g. Wilkinsin and Marmot 

2003).  Just as inclusion has positive effects, exclusion can have negative effects. Social 

exclusion has been linked to increased incidence of depression (Glover et al. 1998) and higher 

likelihood of dying from all causes (Berkman and Glass 2000).  The exact causal mechanism at 

play is somewhat unclear and one suggestion has been that social ties provide a buffer against 

stress which is itself detrimental to health (VicHealth 2005).  There is also the potential of 

reverse causation and selection bias whereby healthy and upbeat individuals are more likely to 

engage in social relationships. However, Helliwell and Putnam (2004) contend that the consistent 



31 

 

patterns and relationships between levels of social capital and levels of health and well-being are 

persuasive that social capital does have a causal effect on well-being, and the effects are not a 

product of selection bias.   

Stress claims resulting from job relocation are a growing sector of workers compensation 

claims relocaters have higher suicide rates than non-movers (Reimer 2000).  Reimer looked at 

levels of stress experienced by families subject to job relocation and found that in the absence of 

external supports, it became more important for immediate family members to bolster one 

another and come together as a group.  This discussion has implications for the importance of 

social capital in a move and the importance of emotion work with children and spouses to 

alleviate stress and loss.         

Recognizing potential negative impact of a loss of social ties, Swidler (1996) coined the 

term ―unsettled lives‖ for the circumstances of individuals who, as a result of significant change 

in their circumstances, need to renegotiate their social situation and redevelop social capital.  The 

relocated individuals in this study are hypothesized to be such individuals. When faced with 

situations of social transformations, people use their understandings of how to interact with 

others and the world, along with their skills, talents and abilities as tools to re-establish 

themselves.  Together, these resources comprise a person‘s ―cultural tool kit‖ (Swidler 1996).  

One adaptation strategy to adjust to a mobility-induced disruption of social relations may be 

increased social activity such as high levels of ―neighboring‖ and increased rates of contact with 

distant friends and relatives (McAllister et al.1973).  The qualitative research in this project will 

investigate whether these or other consistent themes exist in the ―tool-kits‖ described by 

relocated families.   
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I have devoted the majority of the literature review to theory and research that considers 

social capital at the individual level of analysis.  The findings will also focus primarily on an 

individual level of analysis, on the effects of relocation on the individual mover, and on the 

strategies and implications of lost and gained social capital for the individual mover.  As an 

ancillary discussion I will attend to the community-level discussion.  On the community level, 

social capital has been discussed as an attribute of the community, that is, a condition whereby 

the overall level of sociability within a community creates benefits that define and belong to the 

community at large.  This framing of the concept of social capital has been particularly 

developed by Putnam (1993, 1995, 2000). While he recognizes that it is individuals who are 

connected through social networks, he is primarily concerned with the external effects those 

inter-individual networks have on the community.  In fact, the average level of connectedness 

within a town or neighborhood can be termed its level of ―community‖.  The community-level 

social capital literature laments the decline of community in America today and argues that 

Americans have become increasingly disconnected from one another, and social organizations 

and civic engagement have disintegrated.  Putnam specifically blames mobility for the declining 

social capital in the United States.  He says ―mobile communities seem less friendly to their 

inhabitants than do more stable communities‖ (Putnam 2000: 204), and ―mobility undermines 

civic engagement‖ (Putnam 2000: 205).  His concern is the effect of the relocater on the 

community‘s social capital rather than on whether the individual relocater has or can achieve the 

social capital necessary to meet her needs.   

There are two forms of social capital which differently impact the community.  Bonding 

social capital refers to connections between people who are alike in some important way, while 

bridging social capital refers to ties between people who are different in some important way 
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(Putnam 2000, 2007).  Bonding social capital is said to be good for creating solidarity and 

providing social and psychological support for the individual, but it can negatively affect 

communities by creating division, self-selected segregation and a heightened sense of difference 

and mistrust.  Bridging social capital is said to expand individuals‘ identities, contribute to social 

advancement and lead to higher levels of community trust and civic involvement.  Putnam 

(2007) clarified in a recent address that these two forms of social capital are not necessarily 

inversely related as many assume, but may both flourish or flounder simultaneously.   

When looking at the population of relocaters, all of the above theorists‘ variations on the 

topic of social capital will be valuable for understanding and questioning their situation in their 

new communities.  Both Putnam and Portes argue that reciprocal actions must take place 

between parties in order for a network to be put in place, but Putnam finds that community 

members do not want to enter networks or have obligations to others.  Portes paints a more 

optimistic picture, pointing out that people ―in the same boat‖ can and do form solidarities.  

Wuthnow does not look to the community or neighborhood as the relevant source of social 

capital, suggesting that long distance connections are enough and the norm in today‘s world.  

Swidler looks not only at the general willingness of community members to enter networks, but 

at individuals‘ skills and strategies for finding and accessing networks.      

Place and Place Identity 

Milligan (1998) discusses the importance of "place attachment" and the role of home in a 

person's identity and self-conception. Through interactional processes people form emotional 

bonds with physical sites.  Memories, experiences and relationships are to a large degree rooted 

in a physical area that provides a 'locus of identity' (Hummon 1986).  Reimer (2000) studied 

sources of stress among relocaters and found for some a 'loss of roots', 'homesickness', and a 
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tendency to return regularly to one's previous area for visits and vacations.  The strength of this 

'longing' for a sense of home was directly correlated with age and indirectly correlated with time 

in the new community, both findings that must be investigated in this research for their role in 

adaptation work. Nostalgia, or recognizing and revisiting the past especially with those who 

share that past, is another strategy for restoring identity continuity in the face of physical 

displacement (Milligan 2003).          

The relationship of identity to place has been put in question in recent years with 

globalization, increased mobility, and the ever-increasing and ever quicker ways in ways which 

geographically dispersed individuals can engage with one another.  McDowell (1999) points out 

that ―it is often assumed that the net result of the increasing scale of global interconnections and 

movement is a decline in the significance of ‗the local‘‖ (2).  Wuthnow (1998) argues that 

immediate proximity is less of a consideration in the formation of social networks today than it 

used to be, but that networks continue to exist.  As discussed earlier, he suggests that networks 

are formed much more loosely and from a variety of different sources. A social interactionist 

view argues that our sense of self derives from our interactions and the context of those 

interactions, or place, factor in significantly (Blumer 1969).  However, the widespread nature of 

an individual's interactions with the increase in technology and globalization may serve to dilute 

the context and thus the role of place and home.      

A place perspective opens up additional lines of inquiry in the examination of adaptation 

work related to employee corporate relocation.  How does the local area factor into one's daily 

life and sense of self? Are the fluid support networks described by Wuthnow sufficient to 

provide support and connection for families on a day to day basis, to some degree negating the 

relevance of the immediate area?  I suggest that the loss of connections with a geographic move 
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is a genuine loss; that the grief work in dealing with the loss is real work; and that rebuilding 

work in replacing connections and creating new experiences and memories is critical.  McDowell 

(1999) says that globalizing forces reconstruct rather than destroy localities. I will apply her 

work in examining how the activities of adaptation work are a factor in that reconstruction, that 

is, how community participation or lack thereof serve to change the locality, and how relocation 

enclaves, if they are found, affect the character of a locality.   

Research Questions 

 The purpose of this study is to investigate how families go about the process of 

rebuilding daily lives in new communities after an employee relocation and what the role of 

gender is in that process.  Because the concept of  'adaptation work' serves as the foundation to 

develop a theory of gender and relocation, it is necessary to first define ‗adaptation work‘ and the 

subcategories therein.  Further, it is necessary to understand the ways ‗adaptation work‘ is 

partitioned and/or shared among family members, the processes through which this distribution 

is negotiated, and finally the processes through which ‗adaptation work‘ is ultimately 

accomplished.  Thus, the formalized research questions to be answered by this study are as 

follows. 

1. What forms of adaptation work are necessary and/or undertaken following an employee 

relocation?  Do definitions of ‗adaptation work‘ differ across gender? 

2. How is ‗adaptation work‘ across family members distributed and why? What is the role 

of gender in the distribution of ‗adaptation work‘? Do perceptions of the distribution 

differ across gender?  

3. What barriers or aids do relocated employees encounter in the performance of ‗adaptation 

work‘?   
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4. Does the research reveal any insights on how communities or employers may support 

relocated families in their efforts to re-settle and adapt to new daily lives? 

5. What is the role of emotion in the relocation experience and the execution of adaptation 

work?    
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Chapter III 

 

RESEARCH DESIGN AND METHODOLOGY 

 

Justification of Research Design 

 Data were gathered through qualitative methods because qualitative methods are 

concerned with understanding processes. Qualitative research provides insights into ―how 

humans arrange themselves and their settings and how inhabitants of these settings make sense 

of their surroundings through symbols, rituals, social structures, social roles and so forth‖ (Berg 

2001: 7).  This research involved input from both husbands and wives in families that have been 

relocated for one spouse‘s job.  The approach of using multiple lines of sight to examine the 

same topic, frequently called triangulation, allows for a more substantive picture of the 

implications of the phenomenon (Ibid: 4), and it offers a much-needed complement to several 

quantitative studies that look at the decision process behind family migration (e.g. Cooke 2003, 

Jacobsen and Levin 2000, Nivalainen 2004, Shihadeh 1991, Bielby and Bielby 1992).  

Choosing a new home and adapting to that home are all processes – processes that we 

know little about and processes that involve multiple actors.  It is the process focus of this 

research that necessitated a qualitative approach.  ―Quality refers to the what, how, when and 

where of a thing‖ (Berg 2001: 3), the very aspects the project sought to uncover regarding the 

relationship between relocation, family, and gender.  Therefore in-depth personal interviews 

(IDIs) with relocated partners (men/husbands, women/wives)  made-up the foundation of data in 

this study.     
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 Though families have many diverse manifestations, this research focuses on families with 

two heads-of-household and one or more dependent children.  This family form was targeted 

because I am interested in how relocation impacts individuals who are moved for employment 

reasons but are not themselves directly involved in the work/worker relationship. Although it 

may be important to consider other family forms in future research, targeting two-adult 

relationships with children was intended to uncover partner interactions and negotiations, 

impacts on women, impacts on dual-earner relationships and impacts on children.  Married 

couples with children do make up the majority of relocations and available data show that single-

parent headed families comprise only 5.9% of these moves (Marshall and Greenwood 2002).   

Also, the relocation industry has identified that the increasing age of marriage has implications 

for businesses as some of the more experienced employees who are the best candidates for 

relocation are also more likely to have young marriages and young children (Ibid).    

 Data was gathered through open-ended, semi-structured, in-depth-interviews with adult 

heads in families that had been relocated at least once in the past 4 years through a corporate-

paid relocation for a head-of-household‘s job.  Narrowing the research to those with a corporate-

paid move ensured that the research looked at the intended population – families affected by the 

global nature of the workforce and employers‘ presupposition of workforce mobility.  It 

eliminated those migrating solely for health reasons, family reasons, weather reasons, etc,  

Sample Selection 

 Because migration in this study is linked to employment, choices regarding exactly where 

one will reside in the destination – which city, town, subdivision, apartment, house, etc. - are 

generally made within the overall market area surrounding the job site, that is, the metropolitan 

statistical area (MSA).  MSAs are defined by the U.S. Office of Management and Budget and are 
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contiguous areas of relatively high population density that surround a central urbanized area. 

MSAs include counties that contain the core urbanized area and surrounding counties that have 

strong social and economic ties to the central counties as measured by commuting and 

employment.   

 The study areas evolved over the course of data collection in response to economic 

structural changes in the U.S. and challenges in recruiting. Initially, two different MSAs 

(employment markets) were targeted as case study areas in order to consider experiences subject 

to different cultural characteristics and different scale in terms of population and urban sprawl.  

This was intended to create a collective case study approach that ―involves the extensive study of 

several instrumental cases….intended to allow better understanding or perhaps [enhance] the 

ability to theorize about a broader context‖ (Berg 2001: 229).  Concentrating the study into just 

two different employment markets, rather than more markets, was expected to allow for targeted 

informant recruitment.  Ultimately the project did utilize two foci for recruitment - the Chicago 

MSA and the state of Michigan - but it also included families outside of these zones (as a result 

of snowball sampling) and families who had moved from these zones rather than to them (to 

incorporate more effects of deindustrialization on Michigan and its residents/former residents).  

The evolution of the sampling strategy is described further below.        

  The original study areas (Chicago and Detroit MSAs) were selected on several criteria – 

size of MSA, ranking in transfer activity, employment market activity, and convenience for the 

researcher.  Chicago is one of the most active relocation markets.  It was expected to offer a 

diversity of experience and have a high number of potential informants. These expectations 

proved accurate and Chicagoland was used as a key study and recruitment focus through the 

project. The Detroit area was the tenth largest MSA in the U.S. in 2006 but it has faced serious 
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employment transitions throughout the past decade directly related to globalization and the post-

industrial economy.  The global recession that began in late 2007 and included two automobile 

manufacturer bailouts by the U.S. government made Detroit more challenging for use as an 

inbound relocation destination than was originally expected when the study was designed and 

approved in early 2008.   

 When the sampling plan was re-visited in late 2008 to address difficulties in locating 

candidates in the Detroit area, other smaller MSAs within Michigan, especially the Grand Rapids 

and Ann Arbor areas, were faring better than Detroit economically and they continued to have 

positive population gains (5.1% and 7.7 % respectively from 2000 to 2009) (US Census 

Population Division, 2010).  The entire state, however, has felt the pressure of de-

industrialization and its citizens have been experiencing a revision of the state's identity and 

economic viability.  While the United States as a whole grew in population from 2000 to 2009 by 

9.1%, overall Michigan grew by only .3%, a ranking of 51st of 61 states and territories on 

growth.  The University of Michigan National Poverty Center (UM-NPC) has elected to study 

the southeast Michigan region to better understand the effects of the national recession on 

workers and families.  The following statement justifying the selection of southeast Michigan for 

their study articulates how Michigan and Detroit offer unique insights into the implications of the 

current economy.   

 "The Southeast Michigan region, long affected by deindustrialization and the loss of 

well-paid middle class jobs, has been hit especially hard by the current economic crisis, making 

it an ideal place to carry out this study for several reasons. First, the region has suffered 

extensively during the current recession; foreclosure rates are very high and unemployment rates 

are among the highest in the nation. In addition to job losses, the automobile industry and its 
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subsidiaries are undergoing major restructuring that has resulted in a permanent and significant 

downsizing of the industry that was once the major regional employer" (Danziger et. al 2011). 

 Through 2008 recruiting study participants in the Detroit area proved too difficult to 

allow for adequate progress on this project. Yet, the allure of Michigan as a site uniquely subject 

to the effects of the new economy persisted.  The sampling methodology was redesigned with 

review committee approval to include the Chicago MSA, all of Michigan including both in-

bound and outbound relocations, and snowball sampling referrals out of these markets.  

 

Table 3.1 - Study Zone Characteristics 

MSA Population size* 

(2009) 

Rank on 

transfer 

activity 

(2005)** 

% Pop 

change* 

(2000-2009) 

Chicago, IL  9,580,467 4 +5.3% 

Detroit, MI  4,403,437 Unknown -1.1% 

Michigan 9,969,727 Unknown 0.3% 

*U.S. Census Population Division, 2009 

**Lamech 2007   

   

 The original sampling plan for the project included strata by MSA and relocated-

employee gender.  In each market I planned to interview fifteen families, with at least four of the 

fifteen moved for the woman‘s job.  As discussed, the majority of relocations are husband-

centered, but the inclusion of a limited number of wife-centered relocations in the study were 

critical for allowing an analysis of the role of gender in ‗adaptation work‘.   I also attempted to 

find some families with more recent moves and other families who have progressed further in the 

transition process without having formal strata for these characteristics.  Based on the initial 
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quotas, the project was intended to result in sixty in-depth interviews in total among 22 families 

moved for a man's job and eight families moved for a woman's job.  Table 3.2 describes the 

initial sampling quota broken down by strata.     

 

Table 3.2 - Targeted Number of In-Depth Interviews 

Informant Type Chicago MSA Detroit MSA Total 

Employee 15 15 30 

Men 11 11 22 

Women 4 4 8 

Spouse/Significant 

Other 

15 15 30 

Men 4 4 8 

Women 11 11 22 

Total 30 30 60 

 

 Informants were recruited through convenience and snowball sampling using personal 

connections, real estate brokers, newcomer organizations and stay-at-home dad groups as initial 

points of contact.  Informant couples were offered a $25 gift card to an area restaurant in 

appreciation for their time. Choices included Applebees, Bennigans, TGIFriday, and Chilis.  The 

use of personal connections involved alerting friends and acquaintances in both the Chicago 

metro area and in Michigan to the study and the parameters for participation.  The personal 

contacts were requested to either give me the names and contact information (phone and or email 

address) for individuals they knew who qualified or give potential informants my contact 

information so that they could initiate the contact if interested. Some of my personal contacts 

posted the Study Flyer in their places of business (See Appendix A).  Personal contacts 

ultimately yielded 11 of the 31 informant couples. Four of the 11 were couples known to me that 

I approached directly; one of the couples emailed me in response to the flyer posted by a friend 
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at her place of business, and six of the couples were unknown to me but were known by a friend, 

neighbor or acquaintance who knew of my work.       

 Informants were also recruited using organizations geared toward newcomers.  The 

potential groups in each employment market were identified through the internet site 

'newcomersclub.com' where the "Newcomers and Moms Club Worldwide Directory" is posted 

and self-described in the following way.    

 "The Newcomers, Moms, Dads & Women's Club Worldwide Directory was created to 

help you locate clubs and organizations designed to give people new to the area or parents the 

opportunity to meet and develop friendships with others who live in the area. Many of these 

groups have general meetings and interest groups which encourage members to learn about their 

new city, its culture, activities, lifestyle, and to develop friendships by sharing interests and 

hobbies with each other. Some of the groups in the directory include New Neighbors, American 

Women's Club, Welcome Club, Welcome Wagon Social Club, Mothers and More, MOMS Club, 

Dad-to-Dad, MOPS, and more"  (see www.newcomersclub.com). 

 Depending on what information was available through this website, an email or phone 

call was directed at each organization in the target areas.  Club contacts were asked to pass on 

the information about the research to club members by posting or forwarding the Study Flyer or 

by allowing me to attend a meeting and introduce the research.  Ten informant couples were 

ultimately recruited through contact with clubs/ organizations.  Interestingly not all of the ten 

couples were themselves members of an organization.  Several received the email alert about the 

study when organization members forwarded it to others they knew would be qualified to 

participate.    
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 Twenty real estate brokers listed in the 2006 Worldwide ERC Directory as doing 

business in the target markets and holding a Certified Relocation Professional (CRP) designation 

were contacted through both mail and email.  The contacts involved a description of the study 

along with a request to post the Study Flyer in their real estate  offices and/or refer potential 

informants to the project.  One of twenty realtors replied with willingness to post the flyer, but 

no prospects were yielded.  The last ten informant couples were identified through snowball 

sampling whereby someone already participating in the project provided a referral. Table 3.3 

describes the final sample breakdown by MSA, Gender and Relocated Employee status. 

 

Table 3.3 - Actual Number of In-Depth Interviews 

Informant 

Type 

Chicago 

MSA 

Michigan  

Within 

Michigan  

In-Bound 

 

Michigan  

Out-

Bound 

Other Total 

Employee 11 2 12 3 3 31 

Men 10 2 7 2 0 21 

Women 1 0 5 1 3 10 

Spouse 11 2 12 3 3 31 

Men 1 0 5 1 3 10 

Women 10 2 7 2 0 21 

Total 20 4 28 6 6 62 

 

 The recruitment process was successful in identifying a variety of family circumstances 

by informant ages, children's ages, number of relocations, time since relocation, pre-move 

employment status of accompanying spouse, community of origin, community of relocation, and 

industry of relocated spouse.  See Tables 3.4 and 3.5.  The study was interested in determining 

the relevance of social networking and social organizations to the relocation process, so it was 

important that relocation clubs like the Newcomers Club not be the predominant source of 

informants.  This study need was satisfied, given that only 10 of 31 couples were found through 
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the initial club contacts and many of the couples who were located through the initial club 

contacts were not in fact themselves club members.  Rather, fully half (5 of the 10) were merely 

acquainted with club members who told them of the study or they were on a club listserve but 

were never a club member.  Twenty-nine of the thirty-one  informant couples were white;  one 

couple was African-American; and one couple was Hispanic.  Therefore, the project does not 

offer a depth of information on potential differences in the relocation adaptation experience by 

race or ethnicity.  Similarly, the sample included only heterosexual couples, and thus does not 

provide insights into differences by sexual orientation. About half of the families (n=15) had 

moved once since having children, while 16 families had moved 2 or more times, for an average 

of 1.8 moves with children per family.  Table 3.5 shows a profile of informant demographic 

characteristics. 

 

Table 3.4 - Profile by Life Course and Moves  

Life Course Stage by Age 

of Oldest Child 

Distribution of 

Families 

   Newborn 1 

   Preschool 6 

   Elementary school 15 

   Middle school 1 

   High School 8 

Number of Moves 

with Children 

 

   1 15 

   2 11 

   3 3 

   4 1 

   5 1 

Mean Number of Moves 1.78 
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Table 3.5 - Family Demographics by Market 

 Chicago 

Metro 

Michigan Other Men Women 

Age Range 28-51 28-46 29-48 28-51 28-50 

Number of 

Children 

1-3 1-6 1-2 1-6 1-6 

Range of 

children's 

ages 

0-18 0-18 1-10 0-18 0-18 

Number of 

moves 

1-3 1-5 1-2 1-5 1-5 

 

  

 Email proved to be an important tool for recruiting compared with written notifications or 

phone calls.  I believe that the mechanisms behind positive outcomes from email contact are: 1) 

convenience and 2) ease of reacting spontaneously.  When interactions between myself and 

potential informants occurred by email, each party could answer at a time most convenient to 

them.  On the other hand, out-going recruitment phone calls: 1) could be received at 

inconvenient times that made refusal seem the most expeditious response; 2) could be screened 

out as an unknown caller number; or 3) could require a higher level of commitment to the project 

to yield a positive call-back in response to a message. Calls placed back to me in response to a 

message were also more subject than email to no connection, after which a informant's interest 

level might wane.  Also, for a informant to answer or place a phone call, they would need to be 

immediately prepared for a live interaction.  Phone calls and phone responses may be perceived 

to put a informant more 'on the spot' to follow through, where emails inquiries may be perceived 

as less committal and thus less threatening.  I received many one-line email requests for more 

information, and they all ultimately resulted in interviews.  I also found paper methods of 

recruitment like bulletin board postings or flyers to be less effective than emails.  Individuals 

whose interest might be piqued by hard copy solicitations would have to proactively record the 
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phone number and continue to be interested enough to act at a later time.  I believe that the 

convenience and simplicity of response by email, and the ability of people to forward emails 

easily to other potential informants contributed to the success of the recruitment effort.  One 

individual who responded to the study by email was familiar with Michigan State University and 

requested confirmation by my major Professor, Steven J. Gold, that the study was legitimate.   

 Data Collection and Analysis 

A semi-structured in-depth interview was conducted with each relocated employee and 

his or her partner.  Data was collected between January 2008 and August 2009.  All interviews 

followed a general interview guide (See Appendix B), and lasted between 45 and 90 minutes 

with an average duration of about one hour.  Each partner was interviewed separately.  Twenty-

four couples were interviewed in-person - 20 at their homes and 4 in a local eating establishment.  

Seven of the couples were interviewed by telephone for logistical reasons. As discussed, each 

couple was provided with an incentive to participate and a thank you for their time in the form of 

a $25 gift certificate to a local restaurant.  In-person interviews were tape-recorded and then 

transcribed.  Telephone interviews resulted in extensive notes including direct quotes when 

possible.  The project was approved by the Michigan State University Institutional Review Board 

as meeting parameters of human subject protections.  Participants were consented separately to 

the project and to tape-recording.  No one declined the interview or the tape recording after being 

apprised of their rights as a study participant (See Appendix C for consent forms).  Informants 

were all friendly, appeared truthful, and readily offered details and personal information.   

 The data produced through the in-depth interviews was content analyzed using NVivo 

qualitative analysis software to identify common themes.  While gender is the main organizing 
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concept of the research, the analysis also looked for differences by other criteria especially 

single-earner/dual-earner family status.   
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Chapter IV 

 

DURATION AND COMPONENTS OF ADAPTATION WORK 

 

 

 The data analysis validated the basic premise of this study: that moving a family for an 

employee relocation requires work that falls outside of the employer/employee relationship.  

Donna, a 40-year old move trailer with 3 children, underscores the realness of the work she did 

when she discusses the year and a half of effort she put into adapting herself and her family to a 

new community after her first move only to find out unexpectedly that she had to move again 

(All names used are pseudonyms).  She said: 

 "I really, I was like I don't want to do this all over again.  This was physically and 

emotionally exhausting.  And I'm finally to the point where I can enjoy the fruits of my labor and 

I wanted to enjoy it.  It had, it just took some time to get there.  I knew I could do it again but I 

wasn't going to do it to the same extent that I did it before...The worst part of leaving (new town) 

was the fact that all that work was for naught.  Yes, I got friends out of it, but in my kids lives are 

they going to remember that blip?  Like all the time packing and unpacking, the time I couldv'e 

spent reading my child a book or doing a puzzle verses dealing with the move and the newness.  

So I was bitter that we had wasted time in my children's lives moving."  - Donna, age 40, trailer 

 The data set also revealed that 'adaptation work' is multifaceted and continues for much 

longer than it takes to physically transport one's self from point A to point B.  Adaptation work 

has temporal, spatial, functional and affective dimensions.  Considering both temporal and 

spatial factors, adaptation work covers three phases. Within those phases, the research identified 

4 major components of adaptation work.   
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Temporal Phases or the Duration of Adaptation Work      

 There were three distinct phases of adaptation work:  "job acceptance", "planning and 

transitioning for final residence", and "getting settled".  The first and the last of these 

components vary some in length, but averages and ranges appear to remain fairly stable over 

time.  In 2010, employers gave employees an average of 16 days to respond to a formal transfer 

job offer (mode = 14 days)  (Lamech 2010).  Regarding time to become 'settled' in the new 

community once there, past research (Whitaker 2010) and the current data set suggest that it 

typically takes between 1 to 3 years.  For example, Molly explained that her current move came 

just as she was finally getting settled after her previous move.  

 "For almost three years, I was up for moving.  I even encouraged Brendan to find a new 

job because I just didn't feel at home there.  Then after that third year, things started to pay off 

and fall into place.  Of course that's when he sprung the transfer on me.  So here I go again.  If it 

takes another three years to get comfortable, that will be six years of my life."  - Molly, age 42, 

trailer 

 Others were more pragmatic, as when Wren said: 

 "You've got to give yourself at least a year.  It takes time." - Wren, age 46, trailer 

 Harry observed his wife's comfort level this way: 

 "Almost everyone there was a transplant, so I would talk to some of the other guys, and 

they‘d say it would take a year to adjust and a year came and went and she still wasn‘t adjusted.  

That‘s the thing, because someone will say it took their wife 2 years and then we‘d go 2 years.  It 

did, somewhere between 2 and 3 years she was okay." - Harry, age 44, center 

 Phase 2, "Planning and Transitioning for Final Residence Phase", is the Phase where 

spatial dimensions of the move are handled.  The activities and decisions related to leaving one 
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dwelling and shifting to another are subject to many external factors, variables and unknowns.  

Therefore the duration of this phase is more variable than the other two phases. Structural 

influences, including evolving gender role expectations and social norms about home ownership, 

but especially macroeconomic realties all strongly impact this temporal phase.  Having a 

working spouse, which is more prevalent in the current historical period than in previous 

decades, introduces additional connections and obligations which must be severed.  Time to 

selling a home is a significant factor in determining the length of this phase for an individual 

family, and the state of the overall real estate market significantly effects the average duration of 

this phase.    

 Homeownership has long been linked to upward mobility in the U.S., and it is often 

referred to as a staple of the "American Dream". The class position of workers involved in 

corporate-paid employee relocation, as discussed previously, is almost exclusively middle to 

upper middle class.  Also, this study focuses on families with children.  Professional middle and 

upper middle class families with children are expected to and usually do participate in home-

ownership. Adams (2009) challenges the dream of home ownership as offering only an illusion 

of empowerment, yet she concedes the continued invariability of adherence to the belief.   

 In this study's sample, all but three couples owned homes prior to their most recent 

transfer.  Two of the couples who were renting before the transfer did so because the relocated 

spouse was completing a professional degree program. Both anticipated increasing their income 

dramatically and purchasing a home upon leaving the program. The third had lost their home in a 

business bankruptcy when the struggling economy caused the wife's business to fail.  The move 

allowed the couple to somewhat escape the sad memories of that loss and it offered an 

opportunity to buy a new home.  Butch was candid when he explained: 
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 "Remember, we were coming from the bankruptcy, we lost everything.  We got a 

$50,000 signing bonus and the then the possibility of another bonus if we got the contract and 

then a 10% raise on top of it.  We put it all in the house." - Butch, age 38, center 

 Not everyone in the sample was coming from such a stressful situation, nor did everyone 

have such generous employer-provided assistance.  But the challenges of coordinating the 

departure from one community and arrival in another in the face of many variables was a 

constant.  In 2010 once an employee accepted a transfer offer, the transferee was allowed, on 

average, 29 days (mode=30 days) to report to work at the new work site (Lamech 2010).  This 

average allowance is down 10 days from just one year prior. The range of time offered was 

between 5 and 90 days.  The time between decision and work-start is short and potentially 

dropping, yet time needed to get a family moved is increasing for many in the current historical 

period. When the time allowed and time needed to report to a new community do not align, 

spouses may have to live separately and/or live in temporary housing situations to fill time gaps. 

Families may have to or want to sell a house, buy a house, wait for the school year to end, have 

spouses finish work assignments and the like. Often these activities take longer than the time 

allowed for the employee to report to work.   

   The state of the real estate market, a major component of the overall economy, drives 

home sale price, average time to sell a home, and availability and cost of homes to purchase.  

Informants in this study frequently expressed serious challenges related to the real estate market. 

When those challenges drew out the length of Phase 2 of the temporal time line beyond a few 

months, it was a serious stressor for the family.   

 The U.S. has been experiencing a serious housing market turndown since mid-2006.  As 

houses become harder and harder to sell, families' time waiting to complete a move grows longer 
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and longer. The late-2006 'housing bust' followed a period of rapid growth in home prices.  

Based on a composite index by S&P/Case-Schiller, nationally single-family home prices peaked 

in the second quarter of 2006 and have declined 28.7% since.  The Chicago Metro area saw a 

similar decline (30.4%) since its peak, and in the Detroit Metro area single family home values 

have dropped by nearly half (47.7%) (Maitland and Blitzer 2011).  Price declines cause a 

reduced demand for transferee homes because they feed into the following phenomenon: the 

reduced appeal of home-ownership as a means to wealth, the availability of below-market 

foreclosure properties as alternatives, and current homeowner lock-in to their current residences 

as a result of loss aversion and negative equity positions (Ferreira et al. 2010).  The real estate 

market is experiencing 15-year lows in sales, and average time-on-the-market for single-family 

homes in early 2010 based on months-of-inventory (9.5-12 months) is double to triple the 

average time from 2000 to 2006 (3.5 to 5 months) (Maitland and Blitzer 2011).      

 The state-of the housing market was problematic for the mobile families in my sample, as 

were other disparities between time allowed and time required to report to work. Many 

informants found themselves renting or separated from family members for longer periods as 

homes were not selling, capital for down-payments disappeared, and home ownership became 

less appealing.  The data for this study were gather during 2008 and 2009, but data referenced 

moves that took place anytime from 2004 (pre-bust) to 2009 (post-bust).  Overall, 13 of the 32 

families were subject to family separation because the employed spouse moved ahead of the 

other family members, and 12 of the 32 families rented post-move.  Five families experienced 

both conditions. The reasons for temporary rental varied and included:  getting the family 

together when a house was not sold (n=5), lack of desirable home options for buying with few 

houses on the market (n=1), a place to stay while a new house was being built (n=2), and desire 
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to learn more about the new area before committing to a town/community/school district (n=2).  

The rental choice is often economically motivated, and it always contributes to incremental 

adaptation work when it is a stepping stone to purchasing instead of an end unto itself.  Two 

families rented with no plans to buy because they were not convinced that they could build up 

enough equity to make it economically worthwhile before they might be asked to move again. 

Brad and Cassie were one such couple.  Brad revealed that decision and the difficulty with 

selling his other home. 

 "I think both of us, based on the housing market right now, just wanted to rent.  And, the 

fact that, you know, we are only going to be here for a minimum of 2 years.  So, it‘s not a lot of 

time to build equity in a house or anything....And, um, we put our house down there on the 

market in February and we just signed on the contract now.  So, it‘s been, you know, 6 months of 

kind of stressing about trying to sell that house and we have to pay rent here and the mortgage 

down there and everything." - Brad, age 30, center 

 Christie and Sam still have a home for sale several states away after almost 8 months.  

They spent time apart at first, but then used help from extended family to purchase the new home 

even while paying on the other.  Both spouses seemed overwhelmed by the situation they were in 

and found it hard to really move on and settle as long as the housing issue was not finalized. 

 "We had an offer on our house which fell through hours before we were supposed to 

close...Sam has to start his job right away and we have two small kids that need their belongings 

and clothing and toys and some stability... We spent about six weeks with my folks, just me 

along with the girls while Sam had to come up here and start his job..... My father in law actually 

stepped in and gave us the money for the down payment...We are still paying on our other house.  

The housing market there is so bad and we‘re just keeping our fingers crossed that it sells.  But 
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yeah it's been a very stressful year. This has been horrible... Borrowing from my father in law, I 

think it was fine.  I think he was more than happy to help....Sam is more bothered about it than I 

am, I think....Sam likes to do things on his own, I think a lot of guys are kind of that way... We 

kind of looked into some other options and things kept falling through and falling through and I 

was miserable at my parents house with two small kids and  him being away and I said you have 

to do something...And so I presented this idea to Sam... And he was like no, never. I can‘t ask 

my dad and I was like you‘ve got to do something...We don‘t know how long it will take for our 

house to sell.  He was living with some extended  family of mine, who I don‘t know very well in 

like a basement bedroom type thing...There is a part of me that says this doesn‘t feel like my 

home yet, something psychological that says it's not yours, Sam says we are renting and in a way 

we kind of are." - Christie, age 28,  trailer 

 Ethan and Mary had their house for sale but it didn't sell before Ethan had to begin his 

new job in Michigan.  Mary was pregnant and had a toddler to care for. 

 "We listed the house right away, but November and December, no one even looked at it 

even though it was on the market.  So the question was are we going to stay behind and try to sell 

the house, am I going to go to Michigan by myself?  We went back and forth on that for a long 

time.  She was due to have the baby in March so there was a closing time frame there where even 

if I was to go independently and she stayed to try selling the house, we couldn‘t buy a house until 

we sold the house.  So the question was do we want to move twice? ...We had to move because 

we didn‘t want her to have the baby in (out west) while I was in Michigan.  So we decided to just 

pack it up and go for it.  So we had to be able to sell the house there."  - Mary, age 31, trailer  

 Mary expanded on their decision: 
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 "When we show up, we want to have a place to be and know that we can be there so we 

decided we‘d just sign a 6-month lease somewhere and relax.  Yeah, we paid double mortgage 

payments while we were trying to sell the townhome, rent payments, which was an expense we 

just had to eat.  We ended up selling the townhouse in February, so it could‘ve been worse, it 

could‘ve been better.  The 31
st
, we got there, we came here on the 1

st
 or something.  So it 

would‘ve been better to be 2 months earlier.  Over all our townhouse was on the market for 7 

months.  We had four months in the rental to find this place." 

 Zach and Ashley dealt with a similar situation. 

 "It was a reasonable rent, it wouldn‘t kill us.  We broke even every month, and we had to 

really think about what we spent.  It was always over our head about this house sitting in Idaho.  

Although her parents were watching it, it still made me nervous.  Then, about then that‘s when 

all the news started that initially that something is wrong with the economy, we‘re in trouble.  So 

you know, unfortunately I knew what they were saying and realized this might get really bad 

really fast.  But, who would have thought it would get this bad. It was just the stress, and the 

house we were renting was up for sale too, and that really worried me.  Because it was up for 

sale and we were on a month to month basis.  If it got sold we knew we had sixty days probably 

to get out of the house, it was a constant worry for me." - Zach, age 32, center 

 Harry and Phyllis used the strategy of separating, with Harry moving ahead to the 

Chicago area while Phyllis and the kids stayed back with the house for sale. Their transfer 

included a high level of benefits and company oversight which helped to mitigate some of the 

delay in bringing the family together.  Luckily the house sold in a total of 4 months.  Phyllis did 

not mention the separation and apparently had not perceived it as significant factor in the move.  

Harry discussed the experience this way:   
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 "There was little bit of pressure to sell the house, they wanted you to do a 60 day move, 

so there was a little pressure to price your house very competitively.  We picked the realtor and 

when we got qualified, it was different.  When we got a qualified offer, they bought the house 

and we became the middle man.  You used to make money when you move; these people are 

very good at what they do.  Having said that, they treated us with complete respect, I really have 

no complaints.  But it was very efficient; I can see the benefits of the company because they still 

treated us right and yet, there wasn‘t a lot of flack in there.  The good part was once we got a 

qualified offer, they funded our equity.  I went out there and signed on September 29 and we 

closed here on October 1 or something like that.   During the time I was out here and Phyllis was 

back in (the west),  

I was in a corporate apartment downtown within walking distance from the office.  I would go 

there every other weekend and she was allowed 2 trips to come here, so in two months, there 

were only a couple of weekends that I stayed here, watched TV and ate potato chips all 

weekend."  - Harry, age 44, center 

       Looking at the three temporal phases of relocation, and the considerable variability in 

Phase 2, I estimate that adaptation work from Phase 1 through Phase 3 can extend from 6 months 

to 5 years.  During that period, specific efforts must be undertaken by movers that non-movers 

need not deal with to get to a point of comfort or normalcy in their lives.  Adaptation work is real 

and often goes on for a long time.    

Components of Adaptation Work   

 Though each family's journey is somewhat different, many different forms of adaptation 

work emerged during the research to answer the first research question: 
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 What forms of adaptation work are necessary and/or undertaken following an employee 

relocation?  Do definitions of ‗adaptation work‘ differ across gender? 

The dimensions of time, space, functionality and emotion are attended to through four categories 

of work, each of which has multiple sub-types and unique gender dynamics and challenges.   

1. Psychological reconciliation or "Framing the Move".  For each spouse this is the work of 

creating within themselves an understanding or explanation of why the move occurred. 

This work begins in the first temporal phase, "job acceptance", but continues to evolve 

through time as individuals' perceptions and memories of the relocation as part of their 

life experience are refined.   

2. The mechanics of physical relocation.  The majority of this work is carried out in the 

second temporal phase that was discussed in detail above.  The complexity and 

structural challenges encountered in this work can compound the types of work 

necessary and the overall duration of adaptation work.  Some preliminary research on 

the requirements of the mechanics of physical relocation may be carried out in Phase 1, 

job acceptance. This category has the most sub-types including: 

 disposal of previous residence 

 ending or modifying ties to previous community 

 movement of goods 

 selection of new residence 

 preparation of new residence 

 satisfaction of basic needs - e.g. utilities, documentation, healthcare, education. 

3.  Defining or Re-defining the spouse's labor role.  This work begins conceptually in 

temporal phase one and carries through into phase three "getting settled".  
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4.  Building social connections and support networks.  This work is variable and long in 

duration.  It is the most mentioned, discussed and seemingly important work.  It carries 

into temporal phase three, but can begin before the family arrives in the final residence 

if one spouse joins the new community ahead of others, if the family joins the 

community in a temporary housing situation during phase 2, or if any family member 

begins developing contacts/connections long distance. 

 Each of these categories will be examined individually in its own chapter.  The categories 

will be more clearly defined and the distribution of the work, perceptions of the work, barriers to 

the work and aids to the work will be discussed in response to the specific research questions 

posed for this study and listed in Chapter 3.   

 Actors involved in carrying out adaptation work of course include spouses and children 

in the moved families, but friends, family and employers may also assist in some capacities.  For 

some relocaters, employers attempt to alleviate various burdens of adaptation work through 

formal or informal policies providing market-based solutions, financial supplements and/or time-

off allowances.  The analyses that follow will demonstrate that employer-based provisions are 

perceived as valuable, but there remain many types of work that cannot be mitigated through 

these means.   

 Adaptation work falls primarily under the umbrella of reproductive labor, as 

hypothesized, including heavy doses of housework, carework, emotion work, and kin work as 

will be seen later.  Family management work, as presented by Orrange et al. 2003) is present 

also.  Beyond reproductive work, multiple grey areas exist where activities arguably fall in the 

category of productive labor and this offers yet further evidence that the line between home and 
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work is blurry at best.  Our existing definitions must be stretched and recognized as fluid in 

discussions of this extensive form of labor - adaptation work.     
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Chapter V 

 

CIRCUMSTANCES - FRAMING THE MOVE 

 

The circumstances of corporate relocations can look very different from one another.  

Some are for jobs with the same company, and others are for positions with new companies.  

Some arise because the family or the worker pursues them.  Others come up unsolicited.  

Sometimes a primary bread-winner loses a job and therefore needs a new one.  Other times a 

bread-winner will no longer have a job if a transfer is declined.   Some are serial moves.  

Together, the 31 informant couples in this research have experienced a total of 55 moves with 

children.  Not surprisingly then, the transfers cover the gamut of circumstances.  In discussing 

family moves, it became apparent that some aspects of each move are objective and clearly 

measurable.  For example, the start date for a new job and whether the job is with the same or a 

new employer are absolutes.  In this sample, considering just the most current move of each 

family, fifteen were for jobs with the same company and sixteen were for jobs with a new 

company.  

Other circumstances are subjective - that is, they represent the framing of the move 

process as the informant experienced, understood or constructed it.  Creating a framework for 

understanding what is happening or what has happened in one's life is an aspect of adaptation.  

Frameworks, which are likely malleable over time, affect an individual's behavior and the 

experiences of other family members.  Studying the way individuals frame the move 

circumstances and the degree to which frames are consistent across gender and across move-

centers verses move-trailers is important to revealing differences in priorities and meaning-
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making.  The interview addressed specifically "circumstances of the move", but also how and 

why the informant "decided to move".  Each partner at some point or in some capacity did 

prompt, agree, or acquiesce to the move and the shape of that assent was fundamental to the 

adaptation process.    

The framing process for some was just a statement of objective circumstances, but for 

many it was a process of creating a rationale for their actions that made sense to them and that 

they felt was defensible. I will refer to these stories of circumstances and decision making as 

"Move Frames".  Move Frames can be likened to "Strategies of Being" as described by Garey 

(1999) in her analysis of explanations of work/family choices by working mothers.  Garey 

defines the "Strategies of Being" identified in her qualitative research as explanations of plans of 

action that contribute to construction of identity.  Relocaters must reconcile their actions with 

normative perceptions of good workers, good parents and good friends, just as working mothers 

wanted to construct their choices as consistent with their identities as mothers in a society that 

often views working and motherhood as antithetical.   

The majority of informants listed multiple themes within their Move Frames, often 

offering a positive supplement to circumstances that were negative from the teller's perspective.  

Across partners, primary themes were generally consistent. However, supplementary or 

secondary themes often differed or revealed different emphases between partners.  Women were 

more likely to re-define negative experiences through the addition of supplemental themes.  It 

was also more important to women to find a favorable angle to define situations rather than 

simply reporting that they were subject to difficulty.  All of the Move Frames contained at least 

one of the following concepts - Structural Concerns/Economic Rationality, Duty, Opportunity, 

Adventure, or Extended Family.   
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Structural Concerns/Economic Rationality  

Macro-structural realties contribute to many, if not all, relocations in some capacity.    

The state of the economy, the company and the job market come into play, as does the 

fundamental need to provide for the family.  Eight of the 31 informant families (25%) were in 

situations where a primary or sole earner had lost their job due to cut-backs, reorganization, 

business failure, or an ending contract.   

Ethan worked for a small software company in the Western U.S. that went out of 

business.  As he looked for new employment, he took a practical stand.  The company he 

ultimately took a job with offered him a position in either California or Michigan.  He accepted 

the Michigan offer strictly based on cost of living factors.  

"There was nothing really appealing in Michigan, just the economics of California and 

stuff, so I said what about Michigan?"  - Ethan, age 31, center 

Janet and Mike moved from Michigan to another mid-western state about a ten hour drive 

away.  This move with four children ages eight through sixteen occurred after Mike was laid off 

due to a reorganization.  He was unemployed for about three months when he got the new job 

offer.  He did not pause in accepting it after experiencing the worry of having no income.  The 

offer came when Mike still had some time left on his severance pay, and he was relieved to have 

the extra cushion of severance pay to help with move expenses.  He had feared his severance 

would run out before a job came along, and felt grateful to instead have what he likened to a 

small bonus.  

The above examples demonstrate direct structural influences - cases where there was a 

specific and known economic factor driving the choice.  Some moves that are not the result of 

direct structural influences are still structurally motivated albeit in an indirect or invisible way by 
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the overarching sense of insecurity many workers feel today.  These would include cases where 

relocation or even willingness to consider relocation is affected by an employee‘s desire to stay 

one step ahead of reorganizations or to make oneself known to be loyal or indispensable should a 

reorganization or downsizing come along. 

 The re-engineering of work in the 1990‘s created an environment that researcher Sarah 

Ryan (1999) calls ―management by stress‖.  She lists ―corporate mergers and reorganization with 

workforce downsizing‖ (335) as one of seven major aspects of work re-engineering.  She points 

out that ―while manufacturing jobs have typically been thought of as most vulnerable to 

layoffs…white collar work was as insecure in the 1990‘s.‖  The vulnerability of middle class, 

middle-management jobs has persisted from the 1990's into the new millennium as technology 

has continued to change at an increasing rate.  The changes in the organization of work that 

derive from changes in technology increase the demand for the cognitive and interpersonal skills 

used by educated professionals and managers and reduce the demand for routine analytical and 

mechanical skills (called ―routine tasks‖) that characterize many middle-educated white-collar 

positions and manufacturing production jobs (Goldin and Katz 2007).  Thus when families link 

the insecure nature of managerial work today with the belief in the need to maintain economic 

self-sufficiency within the nuclear family, middle-class families are reminded that they are wage 

laborers. In cases where the family‘s livelihood is potentially at stake, acquiescence to the move 

is based on economic rationality.   

For example, Ken and Wren moved from Michigan to the Pacific Northwest.  Wren said:,  

"Ken got a great job offer within his company, a promotion and a big raise, as part of a 

reorganization, but frankly it was not clear whether there would be any job for him at all if he 

turned it down".   - Wren, age 46, trailer 
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Amber was the main breadwinner in her family. When offered a move to Michigan, she 

was not excited at the prospect but ultimately agreed. 

   "This promotion came available and they asked me if I‘d be interested and I thought 

Michigan, cold, snow.  But anyway, weighing all of the benefits and that they asked me to do it, 

there‘s a little more emphasis when they ask you to take a promotion than if you‘re pursing one 

so it‘s like if I say no, what will happen, will they blackball me?  What could be the 

consequences of saying no?"  - Amber, age 29, center 

Other couples took a longer view, but ultimately used economic rationality as the primary 

frame for making move decisions.  Donna moved twice in the last three years and has been told 

to expect another move within 5 years. She is opposed to it because she wants to be near her 

aging parents.  In explaining how she feels about the prospect she takes a practical stance.   

"The biggest thing would be trying to find another job here. I think everybody‘s looking 

for back-ups in Michigan right now but I think we would probably do everything we could to 

stay but the bottom line is you have to take care of your family."  - Donna, age 40, trailer 

Anna explained that her family moved in order to have the resources to live on a single 

income.  For an earlier move, she explained the decision to this way. 

"We just followed his career path.  We wanted someone to stay home so whoever was 

making the most money was gonna work."  - Anna, age 35, trailer 

Mark and Megan's story shows both direct and indirect structural influences, and it also 

shows a difference in the Move Frame across partners.  Mark's situation put a lot of stress on him 

when he relocated his family to the Chicago suburbs to avoid a potential layoff, and then found 

himself down-sized from the new position.   
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 "The company I was at was having a lot of financial problems so with the advent of 

having our second baby coming along the risk was too great of me suddenly becoming out of 

work so I had to find something else....I was there a total of six months when they re-structured 

and terminated me.  And that was brutal.. it was what I was trying to avoid and it was probably 

one of the worst points in my life that I can remember.  Here I was in a new house that cost me 

twice what it cost me to live in Wisconsin, didn‘t know anybody, I had a new baby, a two year 

old, a stay-at-home wife, and no job.  It was horrible. I just remember holing up and crying."   - 

Mark, age 31, center 

 Mark had promised to keep his family within a few hours of where they were living when 

he had first looked for a new job.  After losing the new job, he was much more practical saying:  

 "During that time period I was throwing the net out elsewhere and possibly preparing for 

another move. At that point you have to think about first dealing with the need to earn an 

income. You need to do whatever you can to take care of your family.  Thank God it worked out, 

we were able to stay."  - Mark, age 31, center 

 Megan's recollection of the story was similar but less dramatic.  Her emphasis was on the 

job change that led to the actual move, with a brief mention of the subsequent job loss that had 

caused Mark so much angst.  Megan fell into the category of women who created a Move Frame 

that included a positive supplement.  Mark mentioned only his concern for earning a living as a 

sole bread winner, but Megan recounted that the move was also motivated by the desire to get 

closer to family. 

 "The company that moved us here he actually no longer works for.  They down-sized 

about 8 months after hiring him.  It was sort of, it was bad at the time but looking back it ended 

up being a good thing because it was a company paid move.  They paid for us to move here and 
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even though the job didn‘t work out it brought us closer to my family and he was able to find 

another job so....We made the move here because we knew there was going to be a shake up in 

the company and we wanted to you know, we also wanted to get closer to our families."  - 

Megan, age 31, trailer 

 Mark admitted freely that he linked his role of provider very closely to his identity as a 

husband and father, an identity he was proud of and took seriously.  His views are consistent 

with the findings of Townsend (2002) and with Family Development Theory. Family 

Development Theory emphasizes changes in role expectations for singles compared with 

marrieds and those with dependent children compared to those without, emphasizing that there 

are differences in behavioral expectations and decision making contingencies for husbands 

versus wives and fathers versus mothers (Chaulk, Johnson and Bulcroft 2003).  Within a 

marriage both men and women in our society are expected to have increased accountability to 

the long term viability of an economic unit compared with those outside of marriage, and both 

mothers and fathers are expected to provide security and proper socialization for children.  

However, within marriage and within parenthood further differences are present by gender.  The 

role of provider is more fundamental to the identities of husband and father than to wife or 

mother (Townsend 2002).  While none of the women in this study jeopardized their families' 

economic well-being, they were less likely to emphasize economics or think of economics alone 

when creating Move Frames.   Looking across husband-centered moves and wife-centered 

moves, this finding holds. While primary bread-winning wives did acknowledge economics 

when it played a role in the move, their male partners were likely to give the economic 

considerations equal weight, compared with female tied-movers who often found alternative 
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emphases.  One example would be Sam and Christie. In explaining his Move Frame Sam noted 

only economic considerations.  

 "The grant I was working on was ending so I was looking for jobs and Christie being (in 

healthcare), we decided my job would be the one we would look for since she could find a job 

more easily after I found a job."   - Sam, age 30, center 

Christie remembers the circumstances a bit differently , thinking also about caring for her 

new baby and her desire to stay at home with her children.    

 "Everything just kind of happened fast.  We knew the baby was coming. We knew Jim‘s 

job was sort of coming to an end.  He was working on a grant and the grant was finished.  So we 

knew that was coming to an end so we had this baby and we put the house on the 

market....That‘s kind of where it was, he was going to be kind of our primary bread winner, and 

well technically I could support our family and I could continue working but I was ready to 

stop."   - Christie, age 28, trailer 

 Informants perceived the relocation experience and created their Move Frames based on 

primary gender identities of man, women, father, mother.  Husband's primary Frame centered on 

the topic of breadwinning, even if they were not the sole or primary breadwinner.  Women's 

Frames always incorporated implications for family happiness and well-being, even if they were 

the sole or co-breadwinner.  

 Wife-Centered Moves     

The wife-centered moves in this research fell into two basic categories - couples where 

the wives had high levels of human capital and couples where husbands' career interests were in 

non-traditional fields or led to non-traditional employment.  In the latter circumstance, the 

decision to prioritize the wife's career in a move situation often related to economic rationality 
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related to the need for benefits such as health care and retirement programs.  One trailing 

husband Mitch was a self-employed entrepreneur who worked at home.  He stated unequivocally 

that he valued his wife's job for the income but also the benefits it provided, and in the case of 

the move, for the relocation expenses it paid to move the family to a location where they wanted 

to go.       

The economic motivations behind participating in employee relocation in the new 

millennium are very different than those found by Margolis (1979) in her study of corporate 

managers in the early 1970's.  Margolis describes relocating managers as first and foremost male, 

but also as first-generation members of the professional middle class taken away by the big 

corporation from "mining towns, farms and urban ghettos...and the stultifying narrowness (of) 

small towns" (144).  In 1971, first-generation students represented 38.5 percent of all first-time, 

full-time college freshman; by 2005, the proportion declined to 15.9 percent. (Engle 2007).  

Margolis' informants were presumably willing to sacrifice geographic stability to pursue the 

American Dream after they had "broken away from the proletariat from which they sprang" 

(145).  My informants, on the other hand, were more likely clinging to the American Dream that 

nearly all had taken for granted.   

Duty/ Preeminence of Spouse’s Productive Endeavors  

  For some informants there was a sentiment that their spouse's career advancement is so 

important that it supersedes other considerations.  For husband-centered moves this position 

tended to surround circumstances where women were not in the labor force or were part of self-

described traditional marriages.  With wife-centered moves this position was exclusively present 

for cases where women had a high level of human capital, that is, were physicians, lawyers or 

held doctorates.  Six of the ten wife-centered moves in this research fell into this category where 
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the wives had post-graduate training.  Husbands in these cases, whether they themselves worked, 

recognized their spouses' careers as important.  Andy and Ricky both mentioned the time their 

wives had invested in training as physicians, using this concept of the investment of time as a 

way of explaining the need for prioritizing their wives' career-related activities.   

 The Duty/Preeminence Frame does not refer to the desirability of economic advancement 

for the family, but the preeminence of the spouse's professional endeavors over other family 

members' endeavors.  For women deferring to men, this was often because the spouse was 

'accepting male privilege' or demonstrating 'belief in gendered separate spheres', two of the six 

categories in Davis and Greenstein's (2009) schema for measuring adherence to traditional 

gender ideology.  Men who deferred to women did not do so with denouncement of traditional 

gender ideology.  Rather they communicated how the making their wife's market endeavors 

preeminent was temporary; it did not subjugate their own activities, or they benefitted from it.  

Specifically, they described either how 1) their own career needs could be met while following 

their wife geographically, 2) their own career needs could be put on hold, or 3) their own career 

field was not profitable enough to supersede their wife's career.  

 Mellissa exemplified the perception of a couple as differing in their home/work 

orientations when she described following her husband's career as the obvious choice and her 

duty as a wife. 

"We just knew that …we just clicked, we knew we wanted to be together and we agreed 

on things right away and one of the things we agreed on was that we wanted to have children and 

when we had children, I wanted to be the one to stay home with the children.  We're just gonna 

follow his career and when we had kids I would stay home with them. We talked about it.  We‘re 

both really kind of traditional and have kind of traditional roles which is fine with me and 
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everything else...He really wanted that because he wanted to be the first regional manager who 

was under 30 in the company. That was his goal.  So he did pursue that I think.  I was supportive 

of that. Nick is young.  He‘s gonna be like 34 on his next birthday.  So even though I was really 

sad to leave, my husband wasn't stopping what he was doing anytime soon, so none of that was 

gonna change."  - Mellisa, age 32, trailer  

Phyllis agreed to multiple moves away from where she had grown up, and continued to 

defer to her husband's career goals even after her teenage son from a previous marriage struggled 

and ultimately moved back to live with grandparents.  She explained, "Well I knew it was really 

good for (my husband)". Phyllis's husband Harry agreed that it was personally advantageous by 

saying, 

 "It was optional, it was a good move for me and it wasn‘t that big of a deal for me 

because I‘ve moved quite a bit.  Although, I said that after I‘ve lived in a lot of places and gone 

to a lot of schools, I was going to settle down and wouldn‘t move all over the place when the 

kids were fairly stable.  It was a move I wanted to make".  - Harry, age 44, center 

Adventure as a Silver Lining   

In most cases this was a supplemental Frame, one that added a positive spin to an 

otherwise difficult situation.  It was likely to be used by women rather than men.  

Phyllis who I just discussed as having a sense of duty to follow her husband also frames 

her move as one of adventure.  She spent some time describing how no one in her family had 

ever moved away and that her parents and siblings did not really believe she would leave until 

the car pulled away.  She said,  

 "I‘m a little bit more adventurous than my family and I thought it would be an adventure, 

and it has been.  Not to mention moving here.  We‘ve gotten to see so much more of the country 
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and as long as I thought it was going to be an adventure, so I wanted to do it."  - Phyllis, age 42, 

trailer 

Evan and Lisa took a transfer for Lisa's job.  Evan emphasized the economic rationality 

of the move by saying that Lisa's resume now is "bullet-proof" and she can "write her own 

ticket". Lisa spoke more about the effect of her choice on her children and talked about the move 

as an adventure and chance for her kids to see another part of the country.  She thought it was 

"silly not to take advantage of the opportunity to see an interesting city and the kids were the 

perfect age for it.  It's an adventure".  Certainly she recognized the career advantages, but she 

framed the move such that her children were advantaged as well. 

Opportunity  

The next Frame speaks to James Jasper‘s (2000) idea of ―restlessness‖ in U.S. culture, 

both currently and historically.  This restlessness, as Jasper calls it, began at the genesis of our 

country and with its role as the ―land of opportunity‖, the place for people to go for a better life.  

Our society was formed by immigrants, those who moved to seek a better life.  Our history and 

the glorification of the stories of the past, our tight grip on our image of the United States as a 

place where anyone can make it, have lead to our underlying beliefs in both the importance of 

social mobility and the glamour of physical mobility as a means to it.   

There is a general sentiment that opportunity is good and that moving on is desirable.  

Jasper explains that ―Americans have come to believe that migration and starting over are 

normal‖ (Jasper 2000: 11), which implies that not doing so is abnormal.  There is a cultural norm 

telling us that it is unnatural or irrational to resist ―progress‖.  This sentiment plays a supporting 

role for many people, even those who want to resist.  I am including here the outlook that 
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material advancement for the family is valued even above social connectedness, stability and 

place identity.    

Stories I have placed within the frame of "adventure" were more often than not 

rationalizations or supplementary frames to positively spin a situation one is found in or puts 

others in.  Stories I have categorized as falling within the frame of  "structural 

concerns/economic rationality" relate to the perception of moving as part of meeting needs and 

economic obligations.  "Opportunity" as I have defined it is very different.  The move frame of 

"Opportunity" involves enthusiasm for new challenges as does "Adventure", but it is less the 

silver lining and more the end unto itself.  It also implies moving on to "bigger and better" 

things, moving up socioeconomically and/or professionally.  It takes as a given the desire for 

growth and change, whereas "structural concerns/economic rationality"  is concerned with 

maintaining one's situation or one's path. 

Amanda articulated perfectly the concept of "Opportunity" as a move frame as I am using 

it here.  She articulated the following sentiment about a move she made when she was single and 

moved to the east coast from the mid-west almost 8 years ago. 

"When I moved to Boston, it was because it was a great promotion and I was ready for 

something new.  It was time for me to move on and I felt like there was something bigger out 

there.  It was a new adventure but I moved not knowing anybody.  By then I was a little older, 25 

or 26, so it was all about a big professional challenge moving there."  - Amanda, age 33, center 

In an earlier phase of research (Whitaker 2005), "Opportunity" as a motivator to 

employee relocation seemed more prevalent.  Data for the current project were collected on the 

dawn of a major national recession, and concerns for maintaining one's status seemed to overtake 

concerns for improving one's status and pursuing change and excitement.  Downsizing and de-
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layering efforts within corporations, supposedly driven by attempts by organizations to manage 

themselves more efficiently, changed the opportunity structure such that both job security and 

upward mobility are increasingly scarce (Spell and Blum 2000).  Yet, a subgroup of informants 

still revealed that they were motivated by the desire to move up and on and by an underlying 

restlessness.  Donna's family moved for an "Opportunity", as described below but then moved 

back again within a year when it was required for job security after a corporate reorganization. 

Prior to the first leg of this journey, Donna spoke of her family's move away from what she 

described as a wonderful and happy community as inevitable.  She explained that even in the 

absence of the need to relocate, her family was planning to move to a bigger home in a more 

affluent location near her current home.   

"It was very hard to leave that group and we‘re still very close to that group but we were 

planning on leaving that house anyways.  It was smaller than our family had become and we 

were planning on moving anyways.  So we would‘ve had to leave that street and that elementary 

school and that group regardless.  We wouldn‘t have had to but we would‘ve.  I had been looking 

for about 2 years anyways.  But this opportunity came up and we both had the itch to do 

something different".  - Donna, age 40, trailer 

Donna's  husband John corroborated in his move frame. 

 

"It wasn‘t a need to move or anything.  It was more I‘d been in my job for about 3 and a 

half years previously so I was looking for other opportunities and it was presented as a move up 

the chain, so to speak.  The allure of the (new city) was quite appealing as well."  - John, age 40, 

center 
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Marion followed her husband's career through four moves with one of the nation's largest 

corporations, and until her most recent move she had maintained an enthusiastic attitude as 

described in this quote.    

"I thought you know as you go through life, these problems, you have that problem, you 

have this neighbor that you can‘t stand, this neighbor that is a pain in the butt, and maybe 

somebody at the school system that you don‘t get along with or somebody at your church that I 

don‘t want to stop going to church but this person is making me crazy.  The way I looked at it 

was if I get transferred over and over again, every time we move I get a bigger house and a 

whole clean slate.  What an opportunity.  I looked forward to it."  - Marion, age 45, trailer 

Kelly and Glenn agreed that the move for Kelly's job was a great opportunity - an 

opportunity to get great experience that would be marketable and translatable to better income in 

the future,  an opportunity for a new challenge, and finally an opportunity to get away from the 

politics at her current job.  Kelly characterized Glenn as "very supportive" and said  "we figured 

we could go back if we didn't like it".  

Extended Family or the Prodigal Move  

The last of the Frames, Extended Family, was mentioned as a factor involved in the move 

for a third of couples.  This was not an expected finding and not something identified in 

preliminary research (Whitaker 2005).  The Prodigal Move involves a move closer to or near to 

one or both spouse's family of origin.  In several cases, pursuing or seeking out relocations to get 

closer to extended family was the instigation behind the Prodigal Move.  In other cases, getting 

closer to extended family was a supplemental circumstance, by-product or strategy to deal with 

difficulties of a move initiated for other reasons.  For example, several families where the 

primary earner was out of work decided to conduct their job search nearer to extended family.  
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The vulnerability families felt when they faced threats of unemployment or actual unemployment 

elevated the appeal of intergenerational family social support.  This suggests that the prevalence 

of prodigal moves may be cyclical with the economy, or it may be a permanent fixture in our 

society characterized by job insecurity.  Silverstein and Bengston (1997) found that even among 

families whose intergenerational relations are not tight-knit, latent supplies of support from 

extended family are activated as needed.  Further, geographic proximity will facilitate access to 

latent resources.  Thus, Prodigal Moves can be an example of activation.    

Other families who did not experience employment problems initiated job searches with 

the goal of getting back to extended family.  Bengston (2001) discussed major changes in family 

demography, most specifically increased longevity and smaller family sizes, that lead to a vastly 

changed multi-generational age distribution in families.  He argued that these changes portend a 

significant but overlooked transition in family life - the increasing importance of multi-

generational bonds.  Even while the majority of residences still include the nuclear family, across 

households, parents and grandparents serve as an important network of social support (Bonvalet 

and Andreyev 2003).   

Further, more years of "shared lives" across generations have consequences for how 

individuals organize their lives and pursue their goals. One component of intergeneration 

relations that speaks to the increased relevance of multigenerational relations is the presence of 

"structural solidarity" or the opportunity for cross-generational interaction through geographic 

proximity (Roberts, Richards and Bengston 1991).  Findings from this study support the 

hypothesis that multigenerational bonds are relevant to people's behavior and to employee 

relocation specifically.   
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Two life-course factors were identified as contributing to a prodigal move - 1) having 

children and 2) concern for aging parents.  The first of these is consistent with findings of Bucx 

et al. (2008) who found that adult children with children of their own have more frequent contact 

with their parents. Many informants in this study discussed the importance of being near 

extended family, including both parents and siblings, to get support in caring for their children. 

Two of the informant couples were also concerned with offering help to their parents.   

One of these was Louise who went to medical school in the western U.S. and started her 

career as a physician there.  After her children were born, she engaged in a job search to get back 

to the mid-west, saying:,  

"I liked being away and starting my own little thing, but now I need to be back near my 

family.  As my parents and in-laws age, I want to be near them to help them so I think it would 

be extremely difficult to be away during that time.  They've been very, very helpful in my life 

and I want to be there to help them.".   - Louise, age 32, center 

 Sandra‘s father and grandmother on the east coast were both diagnosed with cancer. She 

spent most of 2007 traveling back and forth from Michigan to the east coast to assist.  Both died 

within 2 days of one another.  Sandra said:,  

 ―I never really thought I wanted to come back.  I never thought the middle class 

environment back here would be good for my kids. I‘m African American and it's not diverse 

and accepting enough. But after my father died leaving just my mother, it really opened both 

mine and my husband's eyes to the fact that our mothers were aging and they needed us".    - 

Sandra, age 40, center 
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 Other informants focused on the help they would receive from parents and the 

relationships with grandparents that they wanted for their children.  Amanda summed up the 

sentiments of many when she said,  

 "It was stressful for me being away from my family.  We had a baby and we had no 

support.  If we wanted to go out for a night, we had to find a babysitter and then being new 

parents, we were uncertain about whom to leave the baby with.  We felt like we needed family, 

we needed support".    - Amanda, age 33, center 

To engage in a prodigal move, to return is necessarily preceded at some point in time by 

the act of leaving.  The family life cycle model identifies that migration is more likely for 

unmarrieds (Smits, Mulder and Hooimeijer 2003) and younger marrieds with no children or 

young children who have not yet entered school (Nivalainen 2004), because in the earlier years 

of one‘s career and one‘s family ―individuals are less tied to a specific geographic area due to 

family concerns and are typically more oriented toward developing new skills‖ (Eby and Russell 

2000: 46).  This concept is borne out in this study data, but it is complemented by the revelation 

of the likelihood of return migration for a subset of those who left in the young adult/pre-child 

period of their lives.  

The concept of "restlessness" was more prevalent in stories of informants' pasts than in 

stories of informants' present, reinforcing the family life cycle model.  "Restlessness" was 

expressed by a large group of these now-parents as motivation for decisions made prior to having 

children.  For example, Allie and Chris moved from the mid-west to the south after graduating 

from college looking for nice weather since they "didn't feel bound to any particular area". 

Similarly, Anna said they took lots of moves in their early marriage when both she and Butch 
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worked for a major corporation, including several international assignments.  As explanation, she 

says:,  

"Well, it was just the two of us and we wanted to see as much as we could and climb the 

ladder as fast as we could.  But now that we have kids...".   - Anna, age 35, trailer 

Butch agreed with Anna offering, 

"We were very adventurous in our youth and we said 'why would anyone ever want to 

stay near home?' and then we had kids and we were like 'oh this is why people would want to 

live near home'."  - Butch, age 38, center 

Brad and Cassie also moved repeatedly for career advancement, individually before being 

married and together after being married.  The relocation Brad took recently from the southern 

east coast to Michigan was specifically motivated by the desire the get closer to family and put 

the brakes on his moving.  Brad said the following,   

"Actually, coming here was based on the fact that it was a (more stable) job.  And also 

that we were close to family.  Her family is from (Ohio) and my family is from (Wisconsin) so 

we are kind of in the middle....Her and I are good at moving because we are both kind of 

outgoing, don't have trouble meeting people or whatever.  But we want to keep, because, you 

know, both of us grew up in stable families where we didn't move and we have a lot of good, you 

know, solid friendships, and so we want our kids to have that."   - Brad, age 30, center 

 The gender patterns revealed by prodigal moves offer a first glimpse into gender issues in 

adaptation for relocation.  All of the families who expressed a desire to move closer to extended 

family were going nearer to either both spouses' families or just the wife's family.  None were 

moving to be near a husband's extended family if the wife's extended family wasn't also nearby. 

In fact, in the past, two couple's had moved to be near a husband's parents only to find that the 
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experience was disappointing and little support and interaction was forthcoming from the older 

generation.   

 The gender-related pattern of prodigal moves may be a result of the gendered nature of 

kin-keeping activities.  As the major kinkeepers in the family, women, on average, maintain 

stronger ties to relatives than do men (e.g. Di Leonardo 1998,  Fingerman 2004,  Hagestad 

1986).  Monserud (2008) has even found young adults more likely to have better affectual 

relationships with their maternal grandparents than their paternal grandparents due at least in part 

to the stronger bonds a family tends to hold cross-generationally with maternal relatives.   

Summary 

  In a relocation, developing an understanding of the circumstances and decision process 

was one of the first forms of adaptation each person engaged in, and it was also instrumental in 

creating a context for the family's new reality.  Family and economy both emerged as primary 

considerations in the decision and interpretation of the move experience.  The perception of these 

two dimensions of life as discrete and unrelated was exposed as false through the emergence of 

both themes in a study of a prima facie employment topic - taking a new job.  Though the 

concepts emerge as intertwined, they also emerge as gendered - even when women act as 

primary bread winners or with women's careers as the impetus for a family's physical move.  

Regardless of which gender served as move-center, men were on average more likely to 

emphasize rationality and economics.  Also, they were less likely to embellish or re-frame a 

move experience with either compensating favorable symbols like adventure, opportunity and 

family, or to emphasize or recognize non-economic implications.  Women acknowledged the 

relevance of economic considerations, but they were also more likely, on average, to incorporate 

implications for family happiness, experience and support into their frames.  This difference 
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could be explained in several ways and the data do not offer enough insight to distinguish the 

causal mechanism.  Women's disproportionate emphasis on family issues could be explained as 

'doing gender' (West & Zimmerman 1987), or active definition of gender through symbolic 

action.  Alternatively, the need to consider family issues in formulating a definition of 

circumstances may reflect women's disproportionate responsibility for the emotion work that is 

part of adaptation work.  That is, they think of it because they must.   

 Both men and women commonly indicated a predilection for pursuing advancement and 

opportunity in young adulthood. For many the tendency was tempered after movement into a 

new stage of the lifecourse with the addition of children, that sometimes triggered a return 

migration.  Some couples used the possibility of getting closer to extended family as a 

compensatory way of dealing with economic challenges like job loss. Others used corporations' 

willingness to subsidize relocations as a means to fund moves to get closer to extended family.  
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Chapter VI 

 

THE MECHANICS OF PHYSICAL RELOCATION 

 

 The mechanics of physical relocation includes many and varied activities that are the 

more practical realities of a change of place for a group of individuals.  As opposed to social, 

relational or perceptual adaptations, this category would be the equivalent of the 'housekeeping' 

of a move, or the 'to-do list'.  The majority of this work is carried out in the second temporal 

phase, the "Planning and Transitioning for Final Residence Phase".  In all sub-categories, 

analysis of the allocation of this form of adaptation work reveals that in our society household 

labor continues to be divided by gender disproportionately by amount and type of task.   

 As I liken the mechanics of physical relocation to activities thought of as 'household 

labor', it is important to stipulate that I refer to a broader and more inclusive definition of 

household labor than is often used in social science research.  Lee and Waite (2005) explain that 

household labor most frequently is defined as unpaid work that contributes to the well-being of 

the family and the maintenance of the home.  They argue, however, that child care, emotional 

labor, and mental labor such as planning and management should be included as well, and I 

concur.  The mechanics of physical relocation would include the incremental activities in these 

categories that must be accomplished to facilitate the physical move.  For example, families, 

whether moving or not, must clean their residence periodically.  Adaptation work in the category 

of mechanics of physical relocation would not include all basic cleaning that goes on once a 

relocation is being planned.  Rather, in the area of house cleaning it would include such things as 

extra cleaning efforts undertaken to be prepared for home showings to potential buyers or 
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cleaning out belongings and storage areas to determine what should be taken and what should be 

discarded.   

 As informants discussed the process of executing the physical move itself, multiple tasks 

were mentioned, and I outline the main categories of tasks that were consistent across families.  

Certainly the list is not comprehensive of all tasks a family may encounter when carrying out the 

mechanics of physical relocation. Different categories and tasks are emphasized differently by 

different families depending on the degree to which the work was particularly arduous or 

particularly pleasant.  External factors significantly affected the level of difficulty families 

experienced in carrying out this work.  Economic structural realities particularly the state of the 

real estate markets in the origin and destination communities and the types and levels of 

corporate move benefits were important external factors.  Families able to sell their homes more 

quickly and individuals with more generous employer-provided relocation benefits performed 

less adaptation work in this category and experienced less frustration.   

 Because the components of mechanics of physical relocation are more likely to be time-

limited, definable, task-oriented and/or quantifiable, this is the category of adaptation work that 

lends itself best to being outsourced to market-based suppliers or alleviated through financial 

assistance.  For example, firms can pay for packers, movers, house cleaners, or painters.  They 

can provide loss-on-sale assistance or purchase a family's home.   

 Family and friends also assist more with mechanics work than the other more ambiguous, 

or 'softer' forms of adaptation work (framing the move, defining one's new family work role, re-

establishing social connections).  If employers or family/friends ask, 'How can I help?", these 

mechanical tasks are the easiest and most likely to be assigned.  Employers are motivated to 

alleviate burdens of moving to avoid failed relocations, which are estimated to cost a company 
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an average of $115,000 (Lachnit 2002).  Family and friends presumably have more altruistic 

motives, but the outcome is the same: a desire to assist.   

 Ironically, the recessionary state of the economy has had a downward effect on the 

generosity of employer-provided move benefits just when they are most needed (Lamech 2010). 

In lieu of employer-provided benefits that are flowing less freely, family/friend contributions 

may be more valuable than ever.  As seen in the analysis of move decision making and framing 

the move where economic challenges elevated the appeal of living near extended family, the role 

of extended family and friends increases when the market is less able to meet family needs.   

 For some informants the employer's relocation assistance benefits includes an allowance 

for incidental expenses.  Incidental expenses can accumulate easily for such things as cleaning 

supplies, gas, deposits, paint, blinds, hotel rooms, phone calls, car rental, babysitters, restaurant 

meals, etc.  Informants who had employer-provided allowance for these expenses still carried out 

the tasks of relocation, but they did not have the stress associated with constant outlays of their 

own money during the process.  Some even translated the allowance into profit (making this 

work a form of productive labor).  Amber describes her generous move benefits like this: 

 "The company‘s relocation program is very beneficial.  They pay for the all the costs of 

the move. They give you a percentage of your salary in order to help with moving costs like 

changing your license plates or stuff like that.  The cost of living differential was based on the 

geographic wage in different areas, so they would give me a certain stipend if my salary wasn‘t 

quite as high as what most people in this area would make.  It‘s a 3 year thing.  It‘s very 

generous.  If my house had not sold for the amount I bought it at, they would‘ve compensated me 

a certain amount.  So when we move again and if the economy‘s down so that our house value is 

down, they‘ll still be able to help us out."  - Amber, age 29, center 
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 Mark also had a generous relocation package that he appreciated for how it reduced the 

stress of making the move.  His company outsourced oversight of the relocation assistance to a 

firm that specializes in that service. 

 "Part of the allure when the corporations go through it is they take care of a lot of the 

little things so a lot of the stresses are taken out of the equation as far as what they do and what 

they cover so you don‘t have to worry about every nickel and dime.  So as far as moving and 

taking care of that and closing on the house, a lot of the major stress points are handled by the 

relocation company.... (The Relocation Company) was called (Company Name), and they‘re one 

of the big professional service firms.  They contact you very early on and you go to the website 

and download all the benefits that are associated with it; it‘s a lot of stuff...There‘s no 

negotiation, but they give you some allowances up front so they actually give you a fairly decent 

sized check early on basically right after you‘ve said you‘ll do it.  They fund you the costs that 

you‘d start incurring as far as traveling back and forth and temporary living and the relocation 

company consultants are with you.  You go through a lengthy interview process with your 

spouse and they‘re in constant communication so it‘s very helpful."  - Mark, age 31, center 

 Mellisa told a similar story about the benefit of employer-provided assistance.  

 "The company helped us because they‘d give us, like my husband would negotiate like an 

extra month's salary.  So that helps.  Money helps as far as when you are moving.  Like I would 

buy my mom a plane ticket so she could fly in, things like that.  I would hire extra babysitters to 

help me around the house so I could clean the house, things like that.  Just to help pay for things.  

Everything is expensed, like all your mileage in the move, and of course they pay somebody to 

come in here and pack up every single thing.  So what I do when I'm getting ready to move, what 

I know now when the move is coming, I start cleaning everything out.  Someone will come break 



86 

 

down our play set and things like that.  So the extra money is helpful. I think that‘s the best thing 

they can give you really is the extra money and then all the sudden it becomes your money and 

you‘re not going to waste it and you‘re going to do what you‘re supposed to with it."   - Mellisa, 

age 32, trailer  

Ken and Wren are an example of how assistance from external sources can backfire.  In 

their case, the workplace provided referral to a realtor and work colleagues provided advice on 

the best places to live.  This story was unique but it is a cautionary tale. Ken and Wren had one 

daughter, Marcy, who was beginning college and would be left behind in the mid west as the rest 

of the family ventured out to the Pacific Northwest.  They also had another daughter, Mindy, 

who was beginning high school.  Both parents said that their younger daughter's transition was 

the highest priority guiding their decision on where to live.  They did not subscribe to the adage 

that 'children are adaptable', but rather saw the early teen years as a particularly difficult time to 

move a child.  They described Mindy as happy, involved and well-liked in her current school, 

and they did expect her to ultimately find friends and thrive.  Unfortunately, the couple found 

that the styles, culture, drug use, and parent involvement at the new location were very different 

than in the mid west.  They suspected that company involvement in their home search ended up 

being problematic.  The realtor recommended by the company was also a close friend to Ken's 

boss, and Ken had not felt it was an option to use someone else.  The realtor focused the home 

search on two very affluent communities. Also, during dinners with co-workers and their wives 

both Ken and Wren were told that these two communities were the 'only viable options'. Wren 

was interested in finding good schools but also community pools and recreation centers. When 

she mentioned towns she thought had these attributes, they were disparaged by Ken's co-workers 

wives and the realtor.  As their daughter Mindy struggled mightily to adapt, Wren decided:, 
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 "Using the realtor who was Ken's boss's friend ended up being a problem because we 

ended up limited in where we looked.  This place ended up being a bad fit for us, and its frankly 

very snobby. We hardly realized there were other options at the time. I wish we had looked in 

towns with a Y or a good rec center, flat lots. More reasonable prices would have helped too.  

The schools here are billed as the best and like private, but I'm not impressed with the schools or 

the school culture."  - Wren, age 46, trailer 

 Tasks in mechanics of physical relocation category were experienced differently 

depending on external circumstances, but they were also experienced differently by gender.  The 

gender difference existed on two levels in this sample.  First, in many cases, the burden of this 

work fell onto the trailing spouse who was more available for the work.  Often, the transferred 

employee was required to report to work before other family members could leave the origin 

community.  Timing of home disposal and the preferred exit times for other family members' 

work and educational activities often did not align with the employee's required start date.  This 

placed each spouse in physical proximity to different aspects of the mechanical adaptation work.  

The majority of mechanical work took place in the origin community or it required free time.  

Trailing spouses were perceived to be in a better position to negotiate free time because they 

were, in most cases, not working or they were leaving a job.  They were most often the person 

caring for children, and this responsibility was not perceived as a barrier to their availability. 

Therefore, trailers performed a disproportionate amount of the 'mechanics' work  The structurally 

gendered nature of employee relocation where the majority of move centers are men and the 

majority of trailing spouses are women thus imposed a gendered distribution of many mechanics 

tasks.  As Stacy explains: 
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 "Lots of times they just have the husbands fly to the new location and just jump right 

into the job. The wife is left behind to sell the house, sell the cars, oversee all the organization 

and getting packed, yes, (Peter's Company) does pay for someone to come in and do it.  While 

they do the busy work, there is an incredible amount of organization that needs to be done ahead 

of time and during.  It‘s huge, it‘s just huge."  - Stacy, age 48, trailer 

 Anna's and Butch's experience exemplified the disproportionate burden on a female 

trailing spouse and the importance of assistance by family members.  Butch acknowledged his 

relatively small contribution to the effort. 

 "I was traveling so much with the new job...So the house hunting, most of the time I was 

gone.  Anna looked at like 50 houses in three weekends and narrowed it down to like five.  I flew 

in and met her here and looked at the one‘s she narrowed down.  That‘s pretty much how it went.  

I wasn‘t even at our Michigan house when she had the movers there."  - Butch, age 38, center 

 Anna remembers it similarly. 

 

 "I can‘t even think about moving again. That was such a rough move.  I had to do 

everything on my own with pets and kids, you know my mom would come up on the train and 

stay at a hotel with the kids while I was house hunting, driving back and forth from Michigan by 

myself.  It was really hard."  - Anna, age 35, trailer  

 Beyond the structural gendering of mechanics work,  the work was gendered in how 

different tasks were apportioned out within the family.  Through this dynamic, women, 

regardless of status as move center or move trailer, were more likely to take on certain tasks.  

Work was allocated across gender following the patterns found in studies of household labor 

distributions.  Studies show that women are more likely to be responsible for the mental labor of 

how and when tasks are completed (Lee and Waite 2005).  Put simply, someone had to construct 
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the 'to-do list' and manage its execution.  Women were more likely to bear the burden of the 

effect of the move on other family members, so they were compelled to manage the effective 

execution of the work.   Orrange et al. (2003) point out that family management seems to be an 

essential component to reconciling the demands of market work and the cultural requirement of 

good mothering in the middle-class, especially in a society characterized by formal 

organizations.   

Todd was very aware of Akira as the planner, as evidenced by this comment. 

 "She does that all, she takes care of all that.  So I‘m just trying to be the worker bee.  

She‘s the planner so she‘s the one who would say OK tomorrow we‘re going to do this or get 

that done.  I‘m like OK honey and I do it."   - Todd, age 29, center 

 Mike also expected Janet to be the planner behind household tasks as we see when Janet 

explains their unpacking experience. 

 "Mike was unpacking and he was no help.  I was so frustrated.  He was just unpacking 

stuff and there was stuff everywhere.  I need to figure out where things go.  He was just shoving 

stuff into closets and said I could go back and organize in a few months."  - Janet, age 43, trailer 

  Work/Family studies also show that with household labor women are more likely to do 

the mundane, on-going, and child and community-related tasks, while men are more likely to do 

the project-oriented, one-time or occasional tasks (e.g. Greenstein 2000, Kroska 2003).  This 

tendency is a product of and further produces the devaluation of women's contributions, and the 

pattern was present with the mechanics of physical relocation. Cleaning, packing, helping 

children process the move and arranging farewells were predominantly taken care of by women, 

while repairs and outdoor work fell to men.           
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 Informants' stories show an emphasis on disposal of the previous residence and selection 

of new residence as the most important 'mechanics' tasks.  Preparation of the new residence (e.g. 

unpacking, decorating) and satisfaction of basic needs (e.g. connecting utilities, obtaining drivers 

licenses, selecting and transferring records to new physicians) were in most cases not focal in the 

experience, and they were usually addressed in the interview only after probing.  Transportation 

of family members and possessions to the destination community were fairly uneventful aspects 

of the move for individuals with comprehensive move benefit plans, but individuals who handled 

these arrangements themselves and/or had a fixed move allowance encountered these tasks as 

highly stressful and central to their move stories.  Another category of mechanics of the physical 

move was ending ties with a previous community or "saying goodbye".  Where this activity 

landed on the 'to-do' list it was usually accomplished by women, often geared toward assisting 

children with achieving positive closure, and often assisted by friends/extended family. 

Disposal of Residence  

  In the U.S., home ownership is an important symbol of membership in the middle class.   

As such, almost all informants in this study were homeowners at the time of their most recent 

relocation.  Ironically, by tying relocating families to a geographic location, home-ownership can 

confound the pursuit of stable employment and upward mobility that facilitate the 

homeownership itself.  Also, in the current economy, loss aversion, negative equity, declining 

loan-to-value ratios that affect credit worthiness, and lengthening of average time-on-market for 

homes are important reasons for relocation offer declines (Ferreira et al. 2010).  About half of all 

transferees are homeowners and half are renters, with new hires and younger employees more 

likely to be renters (Lamech 2010).      
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 To engage in the relocation, home-owning employees must dispose of their current 

residence.  As discussed in Chapter 4, this process has been complicated by the depressed 

housing market.  The majority of home-owning relocaters sell or try to sell their property, and 

others consciously choose to rent out their homes or become what Time Magazine has coined  

'accidental landlords" if their homes fail to sell (Kiviat 2009).  Tasks involved in the disposal of 

the residence include preparing the house for sale (or rent) by cleaning, making repairs, and 

staging spaces to look more desirable; contacting, selecting and listing the house with a realtor; 

making the home clean and available for viewing by potential buyers/renters; responding to 

offers, attending a closing and paying transaction fees.  Those who rent out homes take on the 

on-going work of serving as landlord.  Many informants in this sample had relocation packages 

that paid transaction costs on home sale and home purchase, and a few were offered buy-outs 

where the employer purchased the home.  Only one was offered loss-on-sale assistance, and 

many did experience serious challenges in the home disposal process.   

The work of preparing a home for sale followed closely with current literature of gender 

distributions of labor.  Cleaning, de-cluttering and staging are all on-going efforts, and they were 

most often performed by women regardless of work role.  Also, where packers were not 

provided, women were most likely to do the packing work. Repair and re-touching projects were 

most often handled by men.  Cassie and Brad were an example of this gendered work 

distribution, as shown in Cassie's description of her work on making the house salable. 

 "With three little kids and not knowing when showings were, we‘d have three showings 

in a week and then go a month with nothing so it wasn‘t fair to expect them or me to keep the 

house spotless the entire time....I packed up over half of their toys and put them in the attic, I 

took pictures off the walls packed them up and put them in the attic.  I made it easier to clean by 
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getting rid of a lot of stuff, not literally, just packing it. Which also made it easier come moving 

time too, it was just an ongoing process and it got easier and easier to clean and plus once you do 

a major cleaning you know if it‘s a couple days later, well, I just mopped the floor, all I need to 

do is sweep it...The windows are still relatively clean you know I didn‘t have to, it wasn‘t like 

every single time I was scouring the house from top to bottom.  That was mainly me that did 

that....He did all the repairs, like the touch up painting and there was tile that had cracked, he 

took care of that, he‘s very handy around the house. We didn‘t have to call anybody to come 

replace, he‘s very handy."   - Cassie, age 30, trailer 

Ashley and Zach also distributed the work of preparing their house for sale in a way 

that followed normative and unequal gendered patterns.  Zach credits Ashley with taking on the 

work, but mentions his projects that assisted the process.   

"Ashley basically, she basically did all the work.  I didn‘t do much, I was so stressed 

out with work at that time and everything else.  She did most of the packing and everything else 

and just moved it all over to her parent‘s house and we basically got our house ready to go.  We 

watched the shows on how to sell your house, did what they said to do.  She got all the clutter 

out, took every picture of everyone out, we left only a few around.  Trying to get it sold.  Pretty 

much we put it on the market I think before I had my second interview, we threw it on the 

market...I spray painted every hinge on every door to make it silver, I updated all the fixtures, 

and got everything looking so it‘s not the construction gold."   - Zach, age 32, center 

Ashley recalled the stress of having the house for sale, and the work that fell on her 

shoulders.  Her family ended up moving before the house was sold, and her family rented in their 

new community temporarily.  In addition to the work of selling, she recalls the stress and then 

the welcome assistance of extended family.    
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"[After we left Idaho], because my parents were there they checked on the house.  I mean 

it was winter and it was kind of stressful just to be paying the bills for this house that we don't 

even live in.  Worrying that the pipes don't freeze, you know. That was hard but we had to do it.  

And it was almost easier when we didn't live there because when we lived there it was just so, it 

was more stressful when we lived there because I had to keep the house in order all the time and 

the kids and I had to be ready to go somewhere if there was a showing.  When you're sitting in 

the house and going oh this house isn't selling it just seemed a lot more stressful."  - Ashley, age 

32, trailer 

Ethan and Mary distributed packing work this way, although Mary was working part-

time and was 8 months pregnant. 

  "She did most of the packing and I would move the boxes to the garage."  - Ethan, age 

31, center 

 Only two of the ten wife-centered moves did not have a full employee relocation 

package.  In each of these two instances, both husbands were beginning new employment as 

well, compliments of their wives' new employers.  Both spouses in these couples left the origin 

community at the same time, and in both cases the division of work followed a pattern like that 

described above with wives handling packing and cleaning work while husbands handled more 

project-oriented tasks.  

 For families who had difficulty selling homes, the work of disposing of the residence 

expanded to additional tasks, especially identifying alternative options such as renting out the 

property, leaving the property vacant, modifying sale-price expectations, and considering renting 

in the destination community.  In this sample four families accepted corporate buyouts where 

their employers, usually facilitated by a relocation service company, purchased the homes at a 
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price just below market value as determined by multiple appraisers.  One family rented their 

home out, and then rented in the destination community.  Two left their properties vacant, rented 

a home in the destination community and hoped for a sale to materialize.  One other family left 

their home vacant and purchased a home in the destination community by borrowing funds from 

a family member.  One more family left their home vacant after living apart from the relocated 

spouse for over a year, and purchased a new home in the destination community. Ultimately, 

another 6 months later that family allowed the bank to foreclose on the previous home due to the 

extreme negative equity position they were in after repeatedly reducing the home's sale price.   

 The Employee Relocation Council reports that 67 percent of member organizations noted 

an increase in transferees choosing to rent rather than buy at their new location due to the 

problematic housing market (Lamech 2010).  It is unclear how this trend may affect relocaters' 

perceptions of homeownership as the defining signal of membership in the middle class or their 

perceptions of their own personal and social identities.   

 Townsend (2002) argues that in the U.S. homeownership is seen as a sign not only of 

social position and economic success, but also of moral superiority.  Relocaters are only one sub-

group whose experiences with the housing market may serve to shift our cultural adherence to 

the primacy of homeownership.  Adams (2009) argues that America's view of homeownership as 

the American Dream is an illusion that itself created or at least exacerbated the current housing 

crisis.  Certainly, for corporations who value a mobile workforce, homeownership contributes 

contradictory incentives.  Home ownership hampers geographic mobility at the same time that it 

serves as a goal and thus motivator to pursue upward mobility through geographic mobility. 
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Ending or Modifying Ties to Previous Community  

 As relocated families move out of one community to join another, there are usually 

individuals left behind with whom they interacted on a consistent basis. Examples might include 

extended family members, friends, neighbors, classmates, teachers, team mates or work 

colleagues. Commonly, efforts are expended to somehow acknowledge the end of a relationship 

or revise/plan for new dynamics to continue the relationship. Upon inquiry, both male and 

female informants indicated that ending or modifying ties to the previous community was most 

often informally handled through such actions as simple goodbyes, hugs, or e-mail and address 

exchanges.  Female informants generally expressed hope that certain relationships would persist, 

especially their own adult relationships.  They also acknowledged the importance of young 

children's farewells.  

 Informants  recounted many formal attempts to create closure for themselves or their 

children through farewell events or other symbolic actions.  The work of formally ending or 

modifying ties to the previous community was often shared by relocating wives and their female 

friends or family members.  Fathers in this sample, regardless of whether they were move centers 

or move trailers, participated in events but took on none of the work.  The only exception was 

Brad who made a videotape of the house for his daughter, as described here: 

 "She was crying and she says, like, I‘m not going to be able to remember this place 

someday.  It was really sad, actually.  So, she, based on that, I videotaped, like, every room, even 

though we had video of the kids in various places, we actually went through and specifically 

videotaped each room."  - Brad, age 30, center 

 Donna was very purposeful in her actions to create a situation where her own and her 

children's relationships would continue when she moved from Michigan to the Chicago area. She 



96 

 

did not repeat those actions when she was moved back to Michigan about a year later. The 

family's community in the Chicago area seemed to be a common destination for relocation 

families, and when leaving there her friends took on the work of ending or modifying ties to the 

previous community for her.  When asked directly,  Donna noted that it was women, the 

'neighborhood ladies', who took the initiative to do the work for her in Chicago. She describes 

the efforts during both moves like this. 

 "I did something that I thought was really weird but I‘m really glad I did it.  I invited all 

of my support people to my house for tea and dessert and whatever and I wrote little notes to 

everyone about what they had meant to me because I didn‘t want to lose touch with these people 

and I wanted them to know how important they were in my life.  It was a tearful day but it was 

neat.  I read somewhere, in Oprah or something, that we never take the time to thank the people 

who have come through our lives and helped us in different situations. I was thanking people and 

telling them that I still wanted to stay connected and please come visit and we had an endless 

stream of visitors.  We made sure that we came back for the 4
th

 of July and did those types of 

things with our old neighbors for our kids because I wanted to make sure that they knew that 

their friends will always be their friends.  It was a neat thing and I‘m glad I did it.  I didn‘t do 

that in (Chicago town); they threw us a goodbye party.  They gave us a picture of (town) and a 

snow globe, but they‘re so used to goodbye parties.  Literally, maybe it was just our subdivision, 

but people are coming and going and they knew the gifts and knew the stuff you give to people 

that leave.  (Michigan town) people weren‘t really leaving yet, now they are."  - Donna, age 40, 

trailer 
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 When the family did move back to Michigan the following year, Donna took an action to 

appease her son and give him something to look forward too.  This was an action that certainly 

created work for her. 

  "I promised my little son a dog because he wanted a dog, again back to the emotional 

stuff."  - Donna, age 40, trailer 

 The puppy had been in the family only a few weeks when I interviewed Donna at her 

home and she took him outdoors several times during our interview.  Housebreaking the puppy 

was particularly challenging because their newly built house had no grass yet and the property 

was surrounded by dirt and mud.  

 Janet held going-away parties for each of her two younger children ages 8 and 11 and 

another for she and her husband, but she didn't have parties for her two older boys, ages 14 and 

16.  The older boys got together on their own with close friends to say goodbye.  However, Janet 

did arrange for her high-school-aged son to return to visit his old friends three times in the next 

two years.  Each time, the sixteen year old flew on his own for the visit.   

 Trish had parties for her two older kids aged 7 and 9 before they moved from the east 

coast to the Chicago area, and her best friend, a woman, held a going-away party for adult 

friends of Trish and Dan.  Also, the family has committed to an annual summer trip with families 

from the east coast, and for the past three years they have followed through on that promise.  The 

trip requires Trish and Dan's family to travel from Chicago to New England and use a full week 

of Dan's time off from work.   

 Evan was left behind with his two boys when Lisa moved ahead of the family to get 

started in her new job.  Family and friends stepped in to assist with formal efforts to end or 

modify ties to the previous community, and Evan simply participated.  
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 "I was doing the wrap up back home and it was crazy.  My sister did a big open house to 

say farewell and the mom next door held a neighborhood party to say goodbye."  - Evan, age 48, 

trailer 

 Cassie put together an event for her six-year old daughter as a way of seeing her friends 

before the move.  Though she didn't overtly call it a going-away party, it was intended to serve 

that purpose.  Cassie had proactively planned for what she saw as her daughter's birthday and 

farewell needs, knowing there would be no potential birthday party guests after the move.   

  "A farewell for the kids, we did with Riley, and it wasn‘t a farewell party.  A friend and I, 

Riley really didn‘t have a birthday party last year because Brad was leaving for (work out of 

town)....So her birthday, we had a family party but she didn‘t have friends over or anything, and 

she still is like 'can I have a birthday party this year?'.  Another friend of mine whose daughter‘s 

birthday is in March, she didn‘t have a birthday party either for the same reason. So, at the end of 

the school year we had a princess tea party that was, Riley & Laura were the host princesses.  It 

was not a birthday party.  There were no presents, but we had all the little girls together. They all 

wore their princess dresses".   - Cassie, age 30, trailer 

 Going-away parties emerged as the predominant activity used for ending or changing 

relationship dynamics with people that relocaters were leaving behind. During good-bye's, future 

plans for the relationship were discussed and sometimes formally put in place including plans for 

visits, trips, emails, or video-conferencing (e.g 'Skyping").   

 The activities discussed as efforts to end or modify ties to the previous community fall 

into the category of emotion work.  Emotion work is defined by Erickson (2005) as people's 

efforts to effectively manage the emotional climate within a relationship, or the warm, caring 

aspects of the construction and maintenance of interpersonal relationships. Emotion work has 
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long been an invisible component of household labor.  Women have been held accountable for 

this work in ways that men have not (e.g. Kroska 1997, Di Leonardo1998).  The notion that 

women have not achieved equality in the arena of household labor is supported by the invariable 

allocation to women of relationship work between relocating family members and their friends 

and family left behind.  Further, the association of women with emotion work like ending or 

modifying ties to the previous community contributes to the work's devaluation.  Farewell events, 

planned and executed by wives or female friends/extended family members, were only 

spontaneously mentioned by one male informant in this sample - Evan, discussed above.  

Women, regardless of role as move center or move trailer, did regularly enumerate these efforts 

as relevant occurrences in the move experience.  Ironically, as Putnam (2000) argues vehemently 

that the decline in community connectedness is detrimental to American life,  efforts to maintain 

connectedness such as those described here are consistently unrecognized and devalued. 

Movement of Goods  

 Each family's belongings from clothes to cars to pets somehow had to be transported to 

the new residence.  In some cases this was done in stages, as when the relocated employee 

moved in advance of other family members and brought some of his or her things or when 

families placed a majority of belongings in storage while they occupied temporary housing.   

Decisions about how the process would proceed and specifically who would transport what items 

had to be determined by each family.  Packing for this sample was primarily done by contracted 

packers or by wives. The actual transportation of goods for this sample was executed either by 

contracted movers or by husbands along with friends/extended family.  Contracted movers were 

usually paid directly and in-full by employers, but there were some cases where informants hired 

and paid the movers themselves. When employers paid for full-service moving companies to 



100 

 

pack, load and move goods, families were generally satisfied with this process.  Finding, 

selecting and contracting with a moving company was somewhat more challenging and for the 

small number of families in this sample who fell in that category,  husbands led that effort.   

 Even when a moving company executes the move, work on the part of the relocaters is 

still required.  The process requires an adult family representative at the origin to oversee the 

movers as they label and load all goods.  The overseer must initial an inventory form as each 

item is taken onto the truck.  At the destination, an adult family representative must oversee the 

unloading; initial to confirm receipt of each item; direct the movers to where the item should be 

taken; and then attest to each item's condition.  Problems may arise if movers are late in picking 

up or delivering goods.  This could jeopardize the timing of a home closing or leave families 

without needed items for extended periods.  Other problems include home or property damage 

during loading or unloading and goods becoming damaged or stolen in transit.  If logistical 

arrangements are not accurately and professionally planned and executed, a family's belongings 

may be stored mid-move at a storage facility or transferred to a different truck.  Each of these 

transfers  elevates stress and increases the risk of loss and damage.  Adaptation work associated 

with the legal wranglings of dealing with a problematic 'movement of goods' experience is 

infrequent.  However, it is especially time consuming and frustrating when encountered. Time 

and frustration are givens, and ultimately families may experience financial loss if they can't 

recover items or be compensated with funds to cover repairs or incidental expenses incurred as a 

result of problems.  

 Mitch found the fully-paid, event-free move of his family's goods satisfying: 

 "The movers even unpacked for us.  They literally just unpacked everything and left it on 

the counter for us and then we cleaned it and put it away.  Clothes and that stuff they just left and 
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we just put it away.  These movers were unbelievable.  They moved 30 cases of wine and 

probably another 40 bottles of liquor and they hand packed every single one of those bottles.  It 

was the most wonderful moving experience of my life."  - Mitch, age 34, trailer 

 It is interesting to note that Mitch, a move-trailer, perceived the unpacking differently 

than did his wife Amanda who was 6 months pregnant at the time of the move.  Mitch was a self-

employed entrepreneur working from home.  Amanda disclosed: 

 "He doesn't  have as much interest in that kind of stuff .  He doesn't have the patience for 

it...So I did a lot of the unpacking while I was on maternity leave."   - Amanda,  age 33, center   

 Ethan hired his moving company using the internet and he described the experience as 

'horrible'.  The movers would only take boxes directly from the garage; they were late in 

delivering the goods to the final address; and mid-process they increased the cost above their 

initial bid.  The experience with the movers was the most negative aspect of the whole move 

experience for Ethan. When asked what single piece of advice he would give others considering 

a relocation, he offered the following commentary. Ethan's experience underscores the value of a 

reputable mover that is fully-paid by the employer. 

 "Be a lot more careful in picking across-state movers.  It was a horrible thing and 

apparently a difficult one to avoid. We tried to go cheap on the movers.  We now know that it 

costs a lot, like $10,000.....If there was a next time we would anticipate that it‘s not going to be 

cheap.  We‘re going to stay in a hotel; we‘re going to rent a car, whatever it takes to make it as 

bearable as possible.  Fly, drive, ship the cars, do it right."  - Ethan, age 31, center 

 Janet was frustrated when her car did not arrive as scheduled and she couldn't get around.  

It took time and work for her to investigate and try to reconcile the problem after the contractor 

failed to arrive. 
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 "Mike was sick with the stomach flu when the truck came so it was just me and the kids 

and things just kept coming in and we weren‘t sure where things should go.  Danny [Son age 14] 

was a lot of help and he helped me get the kids rooms organized.  We had no cable or internet for 

like a week and I had no car.  They said it would be here by Monday and it never showed up.  I 

told them, the kids are starting school, I‘ll need my car.  I had to contact these people who were 

in charge of our whole move and they had to contact a contractor who had another contractor, so 

I‘ve been on the phone with all these people, and I‘m not happy.  Then they didn‘t want to bring 

their truck onto the street and wanted to know if there was a parking lot nearby they could leave 

it at.  I was like, I‘m not walking to some parking lot to get my car.  It ended up being about a 

week late."  - Janet, age 43, trailer 

  For the two families in this sample who executed the movement of goods on their own, 

the experience was top-of-mind and it was recalled as stressful, hard-work.  In these instances, 

friends and extended family participated in the adaptation work.  Brad explains: 

 "We usually have two options [with my employer]...Either they will subcontract a 

company to move you, like, they will pay for that and they will give you some money for hotels 

and all that.  Or, they will give you more money and you can do it yourself.  So, it had to do 

with, um, a couple times ago, when we moved, some stuff was damaged.  We wanted to take our 

stuff, we wanted to take care of it.  And, you get more money for it. So, we chose to move 

ourselves.  And, it was pretty exhausting.  When we left (Southern State), I had, you know, 8 or 

9 guys over that I knew, and we loaded up the truck.  Then when we got up here, all we had was, 

obviously, us, and then, her family.  Her parents and her brother came up to help us unload. But, 

it was pretty intense. So, within a 5 day period, we loaded everything and then got up here and 
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then unloaded everything.  And, then, um, plus driving with the kid‘s, you know."   - Brad, age 

30, center 

 Isaac also drove a rented truck full of his family's belongings from the East Coast to 

Michigan after former graduate school classmates assisted with loading the truck.  Claudia 

followed behind with their five children in the family van.  The couple were reimbursed for the 

costs by submitting receipts for rental, gas and hotel stays.  Upon arrival at the destination, most 

of the family's things went into storage for four months until the family purchased and settled 

into a final home. Claudia had pre-identified the clothes, toys, few kitchen items and books they 

would need in the interim. This family's frustrations derived from the need to physically load and 

unload their belongings multiple times and from finding that they did not have everything they 

wanted or needed while a portion of their things were in storage.     

 The movement of goods work ranges from easy to arduous, and it has a relatively set 

beginning and end point.  This work lags on only on the infrequent occasions when serious loss 

or damage necessitates remediation, or when a family's belongings are placed in storage due to 

extenuating housing circumstances. Packing and unpacking goods is usually completed by 

women or by contractors, while actually moving the goods is usually done by men or 

contractors.  This division of labor follows traditional gender norms with allocation of 

continuous, mundane work as the purview of women and project and business oriented work as 

the purview of men.     

Selection of NewRresidence  

 Along with re-establishing networks of support and friendship, selection of the new 

residence is one of the most commonly mentioned aspects of adaptation work.  Extensive 

thought, research and effort is expended in selecting both a community and a specific home 
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within a community.  Many informants list the selection of a community or a neighborhood as 

one of the most important factors in determining the success of a move because it is perceived as 

integral to success in establishing networks.  While men are interested and involved in the 

selection of the new residence, women, regardless of their role as move center or move trailer 

usually take the lead on the work of researching and investigating options.    

 Margolis (1979) described the house hunting process of married transferred managers in 

the early 1970's.  Based on the comparison of my small sample, qualitative study with the small 

sample, qualitative study conducted by Margolis, it is apparent that many things have changed 

yet some things have remained the same.   

 The most important difference was the invariable position of men as move centers and 

women as move trailers in the Margolis study.  The relationship of home to the feminine and 

work to the masculine was without exception.  Those relationships were, and to some extent 

continue to be, long-standing by-products of a gender ideology that grew from industrialization. 

McDowell (2002) quotes a 1906 speech by Samuel Gompers, president of the American 

Federation of Labor, as saying ―The wife will, apart from performing her natural duties, perform 

that work which is most pleasurable to her, contributing to the beautifying of her home and 

surroundings‖.  So as early as 1906 and as recently as 1979 in the Margolis study (―He gets 

higher status; they lose home and community.  True the house is generally replaced by a bigger 

and better one made possible by the manager's greater income, and that goes far to compensate 

the family for its loss‖ (148) one can find references to the expected role of women in appointing 

and valuing the home.           

Workplaces, communities and homes are still highly gendered in our society.  However, 

as women enter the workplace in greater numbers and expanded capacities compared with the 
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early 1970's, the absolute association of paid work with men has blurred somewhat. The data on 

current employee relocation and the sample for my study demonstrate that, while employee 

relocation is still predominantly husband-centered, it is no longer exclusively so.  The analysis of 

the housing selection processes, however, suggests that the linkage between home and the 

feminine has held steadfastly as a by-product of the perpetuating ideology of motherhood.  The 

message communicated by my informants was that home as the site of family life is the 

responsibility of women to construct in a way that will meet the needs of the family.  Thus 

women in my sample, regardless of work status, had substantially more responsibility for 

researching and selecting the new home, and they had more opinions about which factors and 

characteristics were important to consider.  This was a noteworthy example of women's higher 

level of recognition of the emotional aspects of seemingly functional tasks.  

Husbands frequently referenced the home as more important to their wife or as her 

domain. While I expected the ideological construct of man/work, woman/home to persist, I did 

not expect its pervasiveness regardless of circumstance. Interestingly, in the Margolis study, the 

house was described as explicitly "for" the wife and children, yet the husband lead the search and 

selection process.  Husbands in that study determined appropriate areas to live through contacts 

and then selected a narrowed down set of choices for their wives to assess.  The opposite was the 

case in my study.  Women had and were assumed to have more interest in the home and 

community, and they generally led the process.  This held even for wives who were in the role of 

move-center.  Some couples appeared to share the task, but no husbands took the lead.    

Zach's sentiment was representative of the thoughts of other husbands. 

"When it came to looking at houses she was the one that went around and looked at them and 

then she would say it‘s off the list and we‘re not looking at it again or not.  Pretty much I‘d rather 
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have her pick out the house and decide where she wanted to live, because it was more important 

to me that she was happy with that part."  - Zach, age 32, center 

 Lisa and Amber, both move centers, did the house hunting when they moved ahead of 

their families. Lisa described her process: 

 "I knew so much of the experience would hinge on if the kids were happy, Happiness 

would hinge on the school and the school would determine the house...I spent time with the 

relocation agent and picked two houses and described them to Evan.  One stood out for us 

because it had a pool as a bonus."  - Lisa, age 42, center 

 Both move-trailer Mellisa and move-center Sandra described the importance of the 

internet in their searches.  Mellisa started with research: 

 "For some reason I just got really good at really studying it through I don‘t know what.  I 

would look up the cities and I would look up the schools.  Online, I would look at like the parks 

and rec department, would look at the neighborhoods. I would look at what houses were for sale 

in that neighborhood to get like an idea from it.  Like I would look up the name of a subdivision, 

and you could just tell.  Things like oh, "Up and Coming‖, ―highly sought after‖ or 

whatever…You could just tell. I knew where I wanted to be....I did like 70%. ... What I would do 

is I would jump in the car and I would go by myself, My mother would come and babysit the 

kids or something and I would go around and I would eliminate things to save time, things that I 

knew weren‘t going to work.  And I‘d pick out the house.  He‘d come with me for the final look. 

Usually we go and buy a house on Saturday, we wake up in the morning and I have researched it 

all and Nick would go with me and we go and buy a house".  - Mellisa, age 32, trailer 

 Sandra explained that she was very concerned with diversity because she was African-

American, so she did her homework. 
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 "There were a lot of things that needed to be done.  Identify an area to live in – schools, 

scores, the commute, diversity.  I didn't want my kids growing up in a totally homogenous place. 

I used some internet searches, real estate agents, I did lots of research very quickly...I looked for 

diversity through math and reading scores, the make-up of the school, economic status.  A good 

source to compare areas was schoolmatters.com....I did this.  I guess he assisted. We looked for 

demographics similar to where we lived in Michigan"  - Sandra, age 40, center 

When asked the most important factors in choosing a home/community in the new 

destination, women's most mentioned factors were, in order: the schools, family friendliness, the 

commute, affordability/property values, and safety.  Characteristics of the specific home came 

into play after community-related needs were perceived to be met.   Husbands noted these 

factors, listed in order of frequency of mentions: commute, affordability/property values, 

schools, and miscellaneous home attributes.  For example, Megan enumerated many 

considerations.  

 "We just lucked out.  Because Oakfield …We, obviously, schools were important to us 

and Oakfield is top or near the top.  Other than that I wanted family friendly, interstate access for 

the commute, so it just kind of.. Well it had to be in our budget.  We ended up spending more 

than we initially thought....The only information I had about things down here was through my 

sister and um my girlfriend from college who lived south of here and we needed something that 

would be the most doable commute for Mark possible.  At the time he was near midway.  So I 

just worked with a realtor referred to us by my college friend.  She just showed us communities 

that were between here and midway.  We started looking closer to the city and I just, it was just 

too city for me.  In [Wisconsin town] we had a decent sized yard and a decent sized house.  So 
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we kept looking.  Driving around.  It was just sort of,  we just figured it out."  - Megan, age 31, 

trailer 

 Donna was interested in recreating the circumstances she had in Michigan.  

  

"We came from where we were in Bentley Woods; it was a string of 4 stay-at-home 

moms who all had kids the same age and they grew up in the backyard together like the 

Backyardigans or whatever we call them.  I wanted to create that experience at least that for 

them, better if possible, but at least that... I talked to someone who told me  this is a huge 

development and there‘s like 4 different neighborhoods within the island community.  They said 

this is the one with all the kids; my bus stop has 25 kids on it.  I walked up to people‘s houses 

and said, I wasn‘t shy, how many kids?  Any 10 or 8 year olds, boys or girls?  I probably looked 

like a fool.  We looked at one house over here and we really liked it and 2 people were sitting in 

the backyard talking and I said I hope you don‘t mind, I have a question."  - Donna, age 40, 

trailer 

Donna made an interesting statement while ruminating about possible future moves.  The 

statement suggests that her husband is more concerned with the home, the stereotypically female 

domain, than she is.  Yet, the reasons she cites relate to his adherence to his role as provider.   

"I guess, to me it‘s more I don‘t care about the house, I care about who my neighbors are, 

what the schools are like.  This is a beautiful house, I love this house, but if I lost this house 

tomorrow, I guess, because I did move a lot as a kid, I realized your home is where your family 

is.  My husband‘s more into the house, a little more materialistic, I don‘t know.  He has more 

pride and joy in what he‘s financially accomplished so maybe the house is more important to 

him.  I‘ve always said I‘d be happy in a bungalow as long as I have my family, but to him, the 

house is important.  I love having a nice house but it‘s not what‘s most important.  I‘ll stress out 
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about painting things, but honestly, I don‘t want to put a lot of money into this house because we 

don‘t know how long we‘re going to be here."  - Donna, age 40, trailer 

John's interest in a visible manifestation of his success as provider suggests his 

motivation comes from 'doing gender' or actively displaying what he believes to be appropriate 

actions for your gender in society.  

Chantelle identified through research and networking a community that she believed 

would best serve the needs of her two high school age children and her college-age daughter.  

She noted that the ages of her children made the selection process critical, and their situations 

were unique because the high school kids had always and would continue to attend  private 

school with religious affiliation.  Chantelle wanted her older daughter to be motivated to come 

visit during college breaks and after graduation despite the fact that she would not know anyone 

in the area. When Chantelle was unable to find a suitable home for sale in the preferred town, she 

committed to overseeing a tear-down and re-build.  Her husband Fred was willing to look 

elsewhere for a home, but supported Chantelle's choice if she would do the majority of the work 

with contractors.  Chantelle explained:, 

"At this stage of the kids lives, I have to do everything I can to get things to fall into place 

for them".   - Chantelle, age 50, trailer  

Ethan described a somewhat more analytic and quantitative process than his wife Mary 

who also recalled some qualitative factors in the decision process.  Ethan talks about factors such 

as price, square footage, and distance from work. Ethan's emphases are reflective of the 

emphases across male informants, but Ethan's descriptions (shown below) are more detailed and 

engaged than most of the other husbands' comments on the topic.  Ethan was notably among the 

more active husbands in the search process 
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  Mary is clearly aware of price as a consideration but she also recalls the challenge of the 

experience; competing concerns about family issues going on at the time; and her feelings of 

"loving" a house, and being "scared" about the process.  Although Ethan's tendency toward the 

quantitative and Mary's inclusion of the qualitative appear to follow gender stereotypes of men 

as logic-centered and women as emotion-centered, the findings do not serve to support the 

accuracy of gender stereotypes.  Rather, they reflect the level of overall investment each spouse 

has in the selection process. With women in most couples leading the process, they take on more 

responsibility for a comprehensive decision making paradigm that incorporates the easily 

measurable aspects and the intangibles.  Women, by leading the process, take on the 

responsibility of considering the needs of all family members.  This higher level of engagement 

with the process would certainly lead to a more memorable and  vivid experience.  

Ethan's description of the community and home search was as follows:, 

 "We initially started with a much higher price point which we lowered as we looked.  We 

got preapproved for a $400,000 mortgage and the payments would‘ve been difficult to handle 

and the taxes on top of that are ridiculous.  We didn‘t take into account the taxes; the monthly 

property taxes are as much as I paid in rent.  So that really broke the deal... There were 3 or 4 

competing continuums; it was the best trade-off in the end.  It was driving distance to work, not 

further than half an hour, which was my outside limit.  There was price and square footage and 

finish.  Those were the 4, trying to find the sweet point, the compromise.  We looked at Yonkers 

Township and there were houses that were 2400 square feet for $130,000, which was less than 

we bought our townhome for and it was really tempting but in the end, the backyard really won 

us over.  It was mostly practical; it was trying to find what worked for our space.  We started off 

with more restrictive space requirements, an adult area that we could screen off from the kids 
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that would be a home study; we carved out a home study here.  In the end, we decided we could 

be more adaptable and less restrictive.  We just looked within a radius basically.  We looked at 

several different houses in the area.  We sat down one day, drove from each one to my office one 

day, back and forth, back and forth, rather than let Google Maps guesstimate how long it would 

take."  - Ethan, age 31, center 

 Mary tells a similar story, but as mentioned, speaks also about her sensory reactions to 

the search process. 

 "We had a realtor.  We started in February, I think because I knew I‘d have the baby in 

April and I knew I‘d be out of commission for a few weeks in April.  My sister died in March, so 

we started a little bit in February and then March, my sister died so I went back home for the 

funeral....So there were a lot of things going on, so we started looking for a house and working 

with a realtor and my husband was doing a lot of internet searches.  Then it became our weekend 

full-time job to go to open houses and to look at things.  When I was really pregnant, we had the 

1-year-old, so we‘d drive to houses and then I had the baby.  When he was a couple weeks old, 

we really started looking because our lease was going to be up and we had to find something.  

We started in Ten Oaks because of what we wanted to pay and what we wanted and there‘s so 

much on the market and then we started doing the surrounding areas.  When we first came to 

Sandberg, we weren‘t very impressed with the neighborhood we went in.  It wasn‘t very personal 

and we didn‘t really like what we were looking at.  Then the realtor took us to a house that we 

loved....He gave us a map with good school districts.  He knows that we weren‘t from here so we 

talked a little about what happens if it doesn‘t work out and we have to sell.  Because of the way 

the housing market is, we kept our eye on that because we don‘t know what‘s going to happen 

and my husband still wants to move to Portland, maybe in 5 years we‘re thinking.  So we didn‘t 
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want to get into a house that we wouldn‘t be able to get out of.  Seeing what was going on in the 

housing market was a scary time.  We had our eye on resale, and we looked at school districts 

and things that we might not have cared much about before but that someone might look at. We 

made a list because when we were looking at internet searches, there are so many houses 

available; we had to start with some criteria.  Is a yard important, is a deck important, because 

you‘re paying for that if you‘re getting it.  One house we looked at, the inside was perfect, and 

we tried to buy that one.  Inside is where we spend a lot of time, then we found this house and 

bought this one.  Here there are baby deer and baby bunnies that come out, too."  - Mary, age 31, 

trailer 

 One big difference in the selection of new residence process compared with the 1970's 

process described by Margolis is the use of the internet for research. A similarity is that Margolis 

notes that families looked for neighborhoods with other children, as my informants frequently 

did.  One other notable difference I believe derives from economic structural issues.  During the 

period of time when Margolis conducted her research, relocating managers were predominantly 

seeking upward mobility through a process of lifelong commitment to a stable corporation.  As 

such, increasingly larger homes were an assumed benefit of each employee relocation.  In the 

current economic era characterized by high unemployment, outsourcing and frequent corporate 

reorganizations that affect even professional, managerial jobs, the larger house was not 

commonly mentioned.  Rather, there were multiple mentions of a conservative approach to the 

home purchase or even the rent-instead-of-purchase decision due to concerns about the ability to 

build equity.            
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Preparation of New Residence  

 With this category of work there were many different tasks mentioned - cleaning, 

unpacking, setting up rooms, decorating, etc.  The data from this study suggest that most of this 

work is taken care of by women, but it is not as clear whether that is a product of gendered 

divisions of household labor, the persistent association of women with home and family, or the 

availability of time based on paid work role. For many couples, the initial set-up is a joint effort, 

but on-going projects may be allocated based on gender, time, or interest level.   

 Many of the families that had overtly traditional gender roles revealed a further 

expression of those roles through the division of household set-up labor in their new home.  

Mellisa and Nick, Marion and Jay, and Todd and Akira are examples. In each of their moves, 

Mellisa and Nick have been committed to getting the set-up and decorating completed 

immediately.  At the time of the interview, the family had been in their home for two months but 

everything was in its place with decorating completed down to the last detail.  Mellisa described 

it as a shared effort, though she defined Nick's work as "help" for her and something he does "for 

her".   

  "Nick is very helpful.  He would usually take off the week that we would move or a 

couple of days .  He‘s just one of these people that‘s just really organized.  He can really get 

things done.  I‘ll admit that when we‘ve moved sometimes, he‘s just very helpful.  Getting 

everything put away, getting things fixed up for me so that I like it." - Mellisa, age 32, trailer 

 Marion was equally committed to getting things done immediately, but she did the work 

on her own.   

 "We would have a semi and a half and literally in a week it‘s done because I don‘t, I 

can‘t let it sit there because it will drive me out of my mind....I‘m painting before the furniture is 
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in. So, that‘s what happened here with this room, both of these rooms before the furniture was 

even here, I was painting because I knew what I was going to do.  I‘m mission driven."  - 

Marion, age 45, trailer 

 When asked if Jay helped with this work, Marion replied like this. 

 "No. Not a chance. He‘s busy, but he doesn‘t want to.  He doesn‘t like it, he doesn‘t care, 

he‘s doing his own thing.  He‘s trying to get in his job and get reacquainted with what he has to 

do everyday.  Me, just move, get out of my way and let me go and that‘s what I do.... I make 

decisions and I think my thoughts through and I do everything that I can to make moves easier, 

like the very first room that gets settled when you move in is the kid‘s bedroom, it‘s not the 

kitchen."  - Marion, age 45, trailer 

 Todd seemed interested in assisting but seemed to withdraw based on the experience of 

being corrected or not feeling respected.  Interestingly though, he described participation in 

setting up household as a way of 'supporting' his wife rather than as a way of fulfilling his own 

responsibilities.    

 "She‘s just so proactive and such a planner that would always beat me to the punch so 

I‘m trying to do that.  I‘m trying to think about things but she's ultimately very opinionated and 

wants things a certain way so I‘m trying to be supportive of what she wants and trying to make 

her feel cared for.  So if I get too distracted in trying to do my things and I‘m not saying like 

honey, you look great today and let's sit down for a few minutes….and that‘s hard for me 

because I‘ve got a lot on my mind and I‘m not always present, so sometimes that‘s hard. I helped 

a lot, she did a lot.  But she would say where she wanted things and let's put this over here…I 

tried to take the initiative and I unpacked all the books and she just reorganized them."  - Todd, 

age 29, center 



115 

 

 The previously offered examples were all from husband-centered moves. In the wife-

centered moves, several of the husband's took on more of the set-up responsibilities than 

husbands in husband-centered moves.  For example, Ricky, Evan and Glenn took the lead on 

home set-up.  Ricky felt the need to justify that work, however, and he cites Eva's intense 

schedule at the hospital as the reason. Glenn and Evan also mention their wives lack of 

availability to assist.  Drew spoke this way of his work on getting things organized.   

  "Unpack, organize the house to get things functional.  I did a lot of that because my wife 

came with a job and she had more demands.  I had time to unpack and organize to get a sense of 

stability and normalcy. We did the kitchen together.  I did a lot of the other things like hanging 

pictures, installing fixtures.  We had to buy toilets and sinks and things like that.  The builder, 

they just walked away from the house.  He was already underwater with it and was like take it 

like it is.  I was home about a month doing all that, getting things together.  It gave me enough 

time to straighten things out before the demands of a job."  - Drew, age 40, trailer 

 The division of labor regarding preparation of new residence was split more traditionally 

in some families and by time availability in others.  There remained, however, an underlying 

sense that men's work on these tasks was an action of support for wives or needed to be justified.  

Once again, the review of adaptation work revealed that traditional gender expectations are still 

highly relevant in today's families.  

 Satisfaction of Basic Needs 

 (e.g. utilities, documentation, healthcare, education) 

 This is the final category of mechanics of physical relocation.  Within this category, 

families appeared to allocate work based on interest and time availability, with move-center 

verses move-trailer status factoring into the time availability.  Two exceptions stood out where 
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the work was invariably gendered regardless of role in the move.  Women in all instances led the 

process of selecting doctors and researching pre-schools.  Both of these tasks relate to the care 

and nurturance of family members, and that 'caring' aspect is presumably the variable that lands 

this work with women.  

 Amanda's experience exemplifies the findings. 

 "Originally when we were first moving here, Mitch did a lot because I was working so he 

signed up the electrical, gas, phone and all that kind of stuff and made contact with the movers.  I 

think once we were moved in here, finding a doctor and all that kind of stuff was me, I‘m better 

at that kind of stuff."  - Amanda, age 33, center 

 Cassie was discussing Brad's contributions with regard to picture hanging, setting up 

checking accounts and registering cars when I asked her specifically about doctors and pre-

schools.  

  "That was me, but that‘s just something if I were ill and just couldn‘t do it, Brad would.  

He‘d be conferring with me constantly like okay, I looked at this pre-school, this is what they do, 

this is how much it costs.  So, that was me but that‘s just how I am and how Brad is.  I looked at 

a bunch of pre-schools for Logan and I couldn‘t find what I wanted.  Everything was too 

expensive...then I finally found one and I said I really like this.  I just want to go home and talk 

to my husband.  I knew he‘d say yes, he won‘t care. But I still want him to know what I‘m doing 

in the event that he said 'no, I really don‘t want him to go there'.  So, yes I picked out doctors for 

us, I said do you care if I pick a male or a female for our doctor.  He said whatever you think.  

Pediatricians, he completely left that up to me.  So yes, I did that, but that‘s just how it is."  - 

Cassie, age 30, trailer 
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 When asked what the first thing she did after moving was, Christie mentioned selecting a 

doctor as one of her first concerns, but not her first.  

 "Go to Target!  That was the first place I mapquested.  Good to know.  That was the first 

thing - to get there and get diapers and babyfood and stuff.  The doctor thing I guess came next 

because I knew Eileen was due for her six month check up and I got Sam to get a referral from 

somebody he works with.  That was the first place I went.  I‘m a nurse, so I‘m picky, so I‘m still 

with it but I‘m not wild about it."   - Christie, age 28, trailer 

 Todd was a move center, and he also agreed that his wife Akira handled research on 

preschools and doctors.  He credited the allocation of that work to Akira's involvement with her 

children, and as a way of empowering her in the move. 

 "She did it all pretty much. I wanted her to be comfortable and I knew it was a gift [that 

we were moving] so I was willing to do whatever.  So this was the house she wanted to rent.  I 

did scope out some houses during the week when I was teaching but it took us coming out on the 

weekend and tour around, yeah, but schools are still really gonna be like, it‘ll be a joint decision 

but I‘m gonna give her a lot of weight for the decision because she‘s the primary caregiver as far 

as the kids go and she‘s a very attachment parent."  - Todd, age 29, center 

 Stacy, who at 48 was one of my older informants, saw this work as her purview and her 

husband concurred.  She describes the dynamic as very traditional. 

 "My husband wanted to know everything I did to make the decisions that I made and 

every night at dinner he wanted to know what decision have you made and why and what‘s that 

going to mean to us.  But he didn‘t want any part in doing, he just wanted to be informed."  - 

Stacy, age 48, trailer 
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 Evan offered the perspective of a trailing husband, and then was specifically asked about 

getting doctors. 

 "The working spouse and non-working spouse go off in different directions.  The 

working spouse is busy and challenged, has accomplishments.  The non-working spouse has to 

try to find his way around, learn the streets, install the cable, the phone, grocery shop.  And it's 

not smooth.....Oh, doctors, my wife did do that."  - Evan, age 48, trailer 

  Drew, also a trailing spouse answered similarly 

 "My wife takes care of doctors, does that research, She asks neighbors, gets 

recommendations."  -Drew, age 40, trailer 

Summary 

 The analysis of the mechanics of physical relocation reveals that household divisions of 

labor still benefit men over women.  In particular, work on and responsibility for tasks that relate 

to the emotional well-being of other family members continue to be the burden of women.  And 

in relocation situations this burden is high. The fact that relocation itself is a gendered 

phenomenon is both a function of and a contributor to this division of labor. 

 It is through the ideology of motherhood and the need to live up to current notions of a 

'good mother' that women hold themselves exclusively responsible for the qualitative outcomes 

of functional tasks.  Men concur as they do not take on the caring aspects of this work.  Women 

manage the work and also ask, "Were things done in the way that was ultimately best for the 

children and family?"  Even the practical tasks of mechanics of physical relocation are more 

likely to be approached by women from the vantage point of their impact on family members' 

happiness and successful adaptation.   
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 The ideology of motherhood among middle class mothers in the U.S. is powerful and 

long-standing, and it was adhered to by relocating mothers in this sample be they move centers 

or move trailers.  The ideology of motherhood yokes women through the beliefs that they as 

mothers are always best suited to meeting the needs of their children, and further, those needs 

should be met completely and selflessly.  Finally, the ideology purports that the act of meeting 

the needs of children, even if it requires denying one's own needs, interests and desires, should 

be entirely fulfilling if one is a 'normal' woman. (Nakano Glenn 1993).    

 Women's actions continue to be guided by this false ideology, even in this era of 

supposed changing gender norms.  For example, the continued subjugation of women's 

endeavors to their families' needs is exemplified in data regarding relocation decision making.  

Eighty-one percent of male employees compared to 66% of female employees accept U.S. 

domestic permanent moves, and women decline moves most often due to the potentially 

disruptive effect on children's lives (Collie 2006).  The top reason for men to decline a move is 

the high cost of living in the new location (Ibid).  Douglas and Micheals (2004) describe how the 

ideology of motherhood that they call 'the new momism' on the surface has evolved to 

incorporate acceptance of paid work as an option for women, when in actuality it still rebuts 

feminist advances for women by necessitating care for children as the best and first work of 

women.   

 "The new momism is a set of ideals, norms and practices, most frequently and powerfully 

represented in the media, that seem on the surface to celebrate motherhood, but which in reality 

promulgate standards that are beyond your reach. The new momism is a direct decendant of the 

latest version of what Betty Friedan famously labeled the feminine mystique back in the 1960's.  

The new momism seems to be much more hip and progressive than the feminine mystique 



120 

 

because now, of course, mothers can and do work outside the home, have their own ambitions 

and money, raise kids on their own, or freely choose to stay at home with their kids rather than 

being forced to.  And unlike the feminine mystique, the notion that women should be subservient 

to men is not an accepted tenet to the new momism.  Central to the new momism is the feminist 

insistence that women have choices, that they are active agents in control of their own destiny, 

that they have autonomy. But here's where the distortion of feminism occurs.  The only truly 

enlightened choice to make as a woman, the one that proves first that you are a 'real' woman, and 

second that you are a decent, worthy one, is to become a 'mom' and to bring to child rearing a 

combination of selflessness and professionalism that would involve the cross cloning of Mother 

Teresa with Donna Shalala,  Thus the new momism is deeply contradictory: it both draws from 

and repudiates feminism." (Douglas and Michaels 2004: 5)       

 As women internalize this heavy burden of ultimate responsibility for children's well-

being and thus ultimate management of family labor with a view of the holistic effect of each 

task, the disproportionate impact of adaptation work on women's minds and time becomes 

apparent. Discussions of mechanics of physical relocation exemplify this point. This analysis 

reveals that emotion work is a component of functional tasks, especially when those tasks are 

carried out by women.  Decisions such as what to discard during clean out, when to clean or 

assign chores, whether to move or rent, which home or neighborhood to occupy etc. involve 

thought processes that consider what is important to each family member and what they are 

going through at a point in time. Work on and responsibility for tasks that relate to the emotional 

well-being of other family members continue to be the burden of women.  The exclusive role of 

women in planning farewell events, considering the holistic effect of home selection on each 

family member, and the selection of doctors and schools support those findings.  The holistic 
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approach brought to decision-making by women is shown especially in the work of selecting a 

new residence and setting up a new residence.  Donna fully accepted the ideology that says the 

success of the move hinged on her, as shown here:, 

       "As the role of the mom, that was my role to keep everybody happy and keep the family 

together, I had to put on a happy face that this was going to be fun because if I didn‘t, they 

would‘ve been more nervous and scared. So my job was to keep everybody positive about it."   - 

Donna, age 40, trailer 

 Mechanics of physical relocation was the type of adaptation work where entities external 

to the family could and did make the largest contribution.  Employer policies were important to 

disposal of residences, and to packing and moving goods.  However, economic structural issues 

affect housing markets and the availability of employer-provided move benefits.  As the 

economy struggles and middle class families have a reduced sense of their options for finding 

and maintaining paid work, individual families members are expected to and more willing to 

bear the costs and the stresses of the tasks. Family and friends often step in to assist with tasks in 

this category, and that assistance is increasingly needed in challenging economies.        
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Chapter VII 

 

DEFINING SPOUSE'S LABOR ROLE  

 

 Modifying ones career or work trajectory as a result of a 'turning point", or event that 

redirects a person's life, can be stressful and affect an individual's sense of self (Wethington et al. 

2003).  For relocated spouses, the move is often experienced as a turning point when a paid job 

and/or family role is altered.   The decisions that create  a turning point and the job/role 

adaptations that follow are central to understanding the unique form of work, 'adaptation work', 

being defined in this research.  This study uses a combination of deductive and inductive 

processes for developing  a specific theory of families' and trailing spouses' adaptations to 

household roles in productive and reproductive labor after a move.  Existing concepts were 

partnered with immersion in the data, identification of new themes, and a feminist lens to 

advance understanding of implications and actions relating to the gendered topic of work.  

 Existing research on trailing spouses' work-related adaptations revolves primarily around 

willingness of employees in partnered relationships to move for a job (e.g. Brett, Stroh and 

Reilly 1993, Eby et al. 2002, Zvonkovic et al. 1996, Swain and Garasky 2007). Additionally, a 

few works touch upon the opposite effect, that is, the consequences of the move on work roles 

(e.g. Shihadeh 1991, Jacobsen and Levin 2000, Cooke 2003).  The decision process has been 

looked at mainly within the business disciplines of economics and organizational studies.  

Although this chapter is interested in the less-studied topic of spouses' work-related adaptations 

after a move, and not with decisions to move, it is important to inform the former with the latter 

to benefit from past research and empirical findings on relevant concepts.  Post-move work role 
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adaptations are products of move decisions, and partners' identities, desires and expectations for 

work and family roles are to some degree factored into decisions.  Human capital theory, power-

balance theory and gender role theory emerge from past research as relevant frameworks, and 

they should thus be incorporated into this analysis. Eliminating any one from consideration 

would introduce immediate challenge, as debates surrounding women and work are long-

standing and often contentious.  Each theory will be briefly outlined to substantiate the use of 

certain variables and factors in the analysis that follows.       

  The human-capital theory of family migration says that family migration decisions will 

apply neoclassical economic rationality to pooled information on the income producing capacity 

of each family member.  Thus, interests of the higher-producing member (assumed to be the one 

with the most human capital) will be weighted more highly in the accounting.  The theory 

differentiates between general human capital and location-specific human capital.  General 

human capital, or education, is an advantage when relocating because it is transportable and can 

be translated into resources. Location-specific human capital, or job experience, does not 

translate well to other venues and encourages staying put (Nivalainen 2004).  The human-capital 

model continues to be the dominant explanatory theory behind dyadic migration decisions, 

though it has not stood up to empirical challenges (Cooke 2003).   For purposes of this chapter, 

relative educational level will be considered.  The human capital model is said to be theoretically 

gender-neutral because it is based on the relative earning potential of both spouses regardless of 

gender.  Though it may be gender neutral in theory, it is gendered in practice given the 

disadvantaged position women occupy in the paid labor force. 

 The power-balance theory argues that the distribution of power in a family 

disproportionately places greater weight in a decision on the preferences of the more powerful 
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spouse, and that the balance of power lies with the spouse who has comparatively greater 

resources (Shihadeh 1991).  Age, education and gender are also relevant.  They are all discussed 

in reviews of power-balance theory as factors that in practice potentially relate to differences in 

resources and earning potential (Nivalainen 2004).  I will therefore consider these variables as 

well.  

 Power-balance and human capital theories can look identical in their manifestations.  

Both show the individual with the most resources or earnings in a dyad as the favored party.  

Human capital theory argues that the favoritism derives from rationality whereas power-balance 

says the favoritism derives from one's power position within the couple.  It may be difficult to 

tease out the distinctions between the two theories, and qualitative reports of adaptation 

rationales will be important. It bears reiterating that as a result of the reorganization of work over 

the past two decades and the tenuous economy during the project period, both spouses in a 

couple may have been powerless in the decision process.  Greenhouse (2009) argues that even 

for middle-class workers economic and social forces array against the American worker such 

that corporations wield all of the power.  The adaptations of relocated workers and their spouses 

may simply be reactions.  While looking for signs of the balance of power in a dyad, it is also 

necessary here to look for signs of a sense of powerlessness.    

 Gender-role theory emphasizes gender roles and gender identities as the basis of family 

migration decisions, and assumes decision making is not gender neutral and not egalitarian.  

Traditional gender norms assign certain activities and traits to husbands and other traits and 

activities to wives (Collins et al. 1993). Women are expected to place family ahead of personal 

goals and have ultimate responsibility for reproductive activities.  Men are expected to act as 

primary breadwinners and emphasize economic and career success.  Kimmel and Ferber (2006) 
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write, ―Since the early nineteenth century American manhood has pivoted around the status of 

breadwinner—the self-made man who supports his family by his own labor‖ (132). Gender-role 

theory argues that men's interests in productive labor are favored over women's, given the 

assumed preeminence of men in that domain.  (e.g. Bielby and Bielby 1992, Lichter 1983, 

Shihadeh 1991).  This model remains the less dominant paradigm although it has been 

empirically supported (Cooke 2003).     

 As Rank and LeCroy (1983) suggest, utilizing more than one theory in interpreting 

family research may lead to a fuller understanding of behavior. Therefore, this research will 

consider informants' qualitative discussions of rational thought processes, costs and benefits to 

different family members of losing or changing jobs, and levels of human capital in each dyad.   

Also, concepts that differentiate between different forms of human capital like portability of 

skills, social prestige and the work-from-home phenomenon must be considered.  Age, education 

and gender will be included as factors that relate to differences in resources through their effect 

on human capital development (Nivalainen 2004), and I will look for qualitative reports of 

adaptation decisions that result from power differentials in the dyad or a sense of powerlessness.  

Finally, gender role theory will be applied through review of gender roles and gender identities 

within accounts of adaptation to work roles post-move.   

 To evaluate gender dynamics it is especially important to make comparisons across the 

strata of move centers and move trailers.  Of course, the data on age and education are not 

projectable to the population since the sample was neither randomly selected nor large enough to 

provide representativeness. They do, however, provide the characteristics of the couples we 

spoke with, and they suggest trends.  Figure 7.1 shows the comparative ages of husbands and 

wives in each strata.   
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Figure 7.1 -  Ages of Husbands and Wives by Move Role Strata 
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 The mean ages of both men and women involved in husband-centered moves was slightly 

higher than the mean ages of men and women involved in wife-centered moves.  This suggests 

that the non-traditional approach of following a wife's career is becoming more likely with 

younger cohorts as gender role norms evolve and as women are more prevalent in higher 

education and higher-earning careers. However, 6 of the 21 husband-centered couples explicitly 

brought up their desire to divide family work by traditional gender norms, and the mean age of 

that group was 35 years for women and 35.5 years for men.  The ages of that 'explicitly 

traditional' group is then, on average, the same as the wife-centered group and lower than the 

total husband-centered group.  This casts uncertainty on the directional trend suggesting evolving 
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gender roles among younger cohorts.  Alternatively, it may be that younger cohorts are more 

explicit about their gender role choices rather than taking them as a given. 

 The human capital framework offers that differences in human capital across men and 

women and thus findings of preferential outcomes for men from migration, may be attributable 

to the normative age difference  between husbands and wives. That is, men, on average, would 

have a human capital advantage over their wives because they are further along in their careers 

due to their age, not because of gender inequality.  The characteristics of the study sample do not 

bear that out. Couples in the wife-centered stratum have a similar age differential to couples in 

the husband centered sample.  Women in both the wife-centered and husband-centered samples 

are an average of 1year younger than their husbands.   So, being older does not correlate to being 

the move center in this group.      

 A comparison of the relative educational differences between partners across strata does 

reveal interesting differences that need to be examined more closely through the qualitative 

explanations.  To create an easy summary of comparative education level for couples in the 

study, I assigned different levels of education different numeric values (High School=1, 

College=2, Masters=3, JD, MD or PhD=4) and calculated a difference for each couple.  The 

differences are calculated by subtracting the education level of the move-trailer from the 

education of the move-center (be it husband or wife).  Tables 7.1 and 7.2 present mean and 

relative educational scores.  

 

Table 7.1 -  Mean Educational Scores  

Husband-Centered Wife-Centered 

Centers Trailers Difference Centers Trailers Difference 

2.47 2.12 .35+ 3.4 2.5 .9+ 
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Table 7.2 -  Distribution of Relative Scores 

 

Center's score 

relative to 

Trailer's score 

Husband- 

Centered 

(n) 

Wife- 

Centered 

(n) 

-2 2 0 

-1 1 0 

0 8 3 

1 9 5 

2 1 2 

Total 21 10 

 

 In this non-representative sample, on average, women who led a move had much higher 

human capital than wives who followed husbands (3.4 v. 2.12).  The average differential 

between wives and their trailers was more than 2.5 times as great as the average differential 

between husbands and their trailers. But both move-centers and move-trailers in the wife-

centered group were, on average more educated than their counterparts in the husband-centered 

groups.  According to the premise of portability of general education, trailers in the wife centered 

group would likely enjoy more options in the destination community than trailers in the husband-

centered group.   

 Also, the overall higher level of educational attainment in the wife-centered group 

signifies a trend of more egalitarian gender roles among more educated couples.  Yet, both center 

husbands and trailing husbands have nearly identical average educational score (2.47 v. 2.5).  In 

the husband-centered stratum about half of the move-centers had greater educational attainment 

than their spouses, while in the wife-centered stratum seven in ten had greater educational 

attainment and none had lower educational attainment. These summary numbers suggest that, 

while women do lead moves, this non-traditional phenomenon is more likely when women have 

very high educational attainment and when their educational attainment exceeds that of their 
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spouse.  For husbands to lead a move, these summary numbers suggest that educational 

differentials are less of a factor, though still present. It appears that the human capital theory is 

not only practically but also theoretically gendered. Women's human capital is weighted less 

strongly than men's or only certain types of prestigious human capital are considered when held 

by women.  Differential weighting of resources contradicts the premise of rationality that is 

behind human capital theory.   

 Therefore, it is reasonable to conclude that high-status forms of human capital likely 

translate into power within the dyad, and a power-balance approach as the causal mechanism is 

probable. Men's interests seem to prevail unless women's resources are very high, too high to be 

disregarded.  For the three female physicians (two of whom were in narrow specialties), none of 

the husbands or wives specifically mentioned income or resources as a motivating force to the 

move or the prioritization of their wives jobs.  However, they did mention time and money 

invested in developing the medical career and a long-time understanding that getting situated in 

the medical career would likely entail a move.  Two husbands spoke proudly of the prestige of 

their wife's accomplishments.  

 When jobs for trailing spouses come as part of employer-provided benefit packages, costs 

to the trailing spouses become much lower. This phenomenon was more likely for women-

centered moves. One of the physician's husbands, Troy, had his own job interests looked after as 

part of the relocation when the hiring hospital provided him with a job as well.  Another, Andy, 

continued in his role as primary care giver to the couple's two pre-school age girls while he did 

consulting part-time from home.  He kept an open mind about going back to work away from the 

house full-time when the children were in school.  The other trailing husband of a physician, 

Ricky, continued as stay-at-home parent to the couple's infant.  This was a role he had only 
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recently taken on prior to the move, and one he viewed as short-term.  He was the only trailing 

husband to acknowledge the unique concerns of child-bearing age women in high-status jobs.  

He did not mention her power in the dyad, but her did refer to her position of power with the 

employer.  

 "Our hard work really paid off.  Eva had a lot of great options coming out of her 

residency.  This group went after her hard and she was able to negotiate a great deal.  I have no 

doubt that she's gonna be running that place down the road....Thank God our planning with 

Maria worked out so that Eva wasn't pregnant when she was starting in this new job.  I can stay 

home with her for a little while until she is a little older and ready for day care and Eva can focus 

on the new job without showing up and announcing she's pregnant like two days after getting 

there".  - Ricky, age 35, trailer 

 Sandra and Drew were the only African-American couple in the study, and one of five 

couples to directly mention income level in decision making and choosing family roles.  They 

were both professionals holding advanced degrees - Sandra had an executive MBA and a JD 

while Drew had an MBA.  For this couple, who were both full-time workers at the time of the 

move, a power-balance approach to decision making seemed to be in play. Sandra wanted to 

move back to the east coast for family reasons and though Drew agreed in theory, he resisted 

until his wife's earnings became a factor. It was then that her preferences prevailed.  Rather than 

concluding that her earnings were favored through simple rationality, I detect power in the dyad 

through Sandra's lead in taking action.  Sandra made the move with her boys, and it took Drew a 

while to follow through and join them.  Throughout the process, he was committed to working 

after the move. His role adaptation required he find new employment, which he did.   He 

explains:, 
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 "In the past couple of years there were a couple of deaths in the extended family and my 

wife, we, began thinking of going back to (city) area in case something else happened.   Things 

changed at Sandra‘s job around the same time.  My wife passed me in earnings and they 

dissolved her division and she was going to be unemployed.  Someone from the company 

contacted her about an opportunity in New England and said she could put her name in the hat.  

We thought there was no better time....I had a few prospects but I didn‘t have a job offer yet.  I 

knew I‘d get something eventually.  We based it on my wife‘s income.‖  - Drew, age 40, trailer 

 Drew did get a job fairly quickly after moving, but he struggles with the loss of his old 

job. Drew's story is the only one of the 10 wife-centered moves where the trailing spouse seemed 

to feel somewhat powerless and disadvantaged by the situation he was in.  That powerlessness 

appeared to be in the face of both his more powerful wife and the economic threats of 

downsizing and reorganization. He needed to find  new paid job, but also replace a portion of his 

identity which he derived from relationships at his workplace. He initiated a job search in New 

England immediately, starting the search before he left Michigan.  He did not take on more of 

the child-care even though he was the trailing spouse.   

 "Sometimes I miss my former job. The camaraderie with old people.  I‘m at a new job 

and I don‘t really know anyone.  That‘s one of the downish parts.  That and the huge housing 

expense"  - Drew, age 40, trailer 

 It was Sandra who disclosed Drew's reluctance to move, and she described it as related to 

his career. 

 "I was also concerned with (Drew's company), even though Drew was at a plant I 

believed to be safe.  Drew was still stuck on (The Company), he didn‘t really want to go.  But I 

saw the state going down, even the healthcare industry was struggling so I was concerned about 
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my own career.  I thought we needed to go where there was more diverse industry....My entire 

division was displaced and I was laid off along with my staff....So someone I had worked with 

offered me a position over all of Northern New England.  My husband wanted to come back to 

(New England City) but was petrified to leave (The Company). So I asked him, What should I 

do?  We want to have kids who would know their grandmothers, so he said yes, let's do 

it.....Because of the timing me and the kids left right away for New England while Drew stayed 

behind.  My mother instinct kicked in.  It was August and they needed to get into school.  We 

stayed in temporary housing and my mother watched the kids while I was at work....It was me 

dictating how things would go.  The driving force was getting my boys settled.  My husband 

called me the Mommy Nazi because I was so focused and driven to get them settled....Drew just 

couldn‘t let go but I had to get the boys settled...I knew he‘d come eventually.  He missed his 

boys and my husband does love me (laughs).‖  - Sandra, age 40, center 

 Of the four husband-centered move couples who mentioned income as a factor in 

decision making and family role choices, only one was specific and told a story consistent with 

the power-balance model.  Two mentioned relative income in brief, as if it somehow made them 

appear more rational.  But ultimately those couples were following a gender-role model.  The 

last of the four, Katie, reported her husband's higher salary from the relocation as a factor in her 

post-move adaptation choice, staying home with her son. She did, however, say she would rather 

have continued working but felt that was unfair to her son after putting him through a move.  She 

was following gender role expectations and the ideology of motherhood that placed the burden of 

her son's happiness on her at the expense of her own desires  
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 Anna's story was the most consistent with human capital theory and she was the most 

troubled with the adaptations she had tried to make for years regarding her family role.  When 

asked how the couple negotiated the balance between their jobs, Anna replied:, 

 "That's the thing, we didn't. We just followed his career path.  We wanted someone to 

stay home so whoever was making the most money was gonna work.  I was heartbroken honestly 

about my career".  - Anna, age 35, trailer 

 Anna had attempted a business that she could run and still be around for her children, but 

the business failed and cost the family a lot of money.  She is currently pursuing a teaching 

certificate because teaching hours are family friendly.  She is taking her courses online, and 

explained that she was interested in this path for a long time but could not negotiate it logistically 

until the online option became available.  Butch was supportive of all of Anna's attempts to find 

professional satisfaction. With only the data from the interviews, the couple did not appear to 

have a power differential.   

 Rational choice as grounds for following Butch's career appears defensible.  The couple 

had put their home as collateral so that Anna could pursue her career interests, and they had 

eventually lost the home to bankruptcy.  The couple had no choice but to follow Butch's more 

developed career to regain their financial stability.  The choice did not appear to derive from 

Butch's greater power, but rather the powerlessness that resulted from Michigan's challenged 

economy.  Anna's role adaptation from primary care giver and business owner to primary care 

giver and education student involved the psychological aspects of coming to terms with her 

business failure, but also commitment to finding a new strategy for reaching her ideal of having a 

professional outlet.  She remained proactive, and did not give way to the underlying sense of 

powerlessness she seemed to feel.           



134 

 

  Mark talked about traditional gender roles and then added relative income as a factor in 

decision making, perhaps to appear less sexist and more respectful of his wife's past work as a 

teacher.  Mark and Megan clearly followed a gender role paradigm for determining each 

partner's family/work role. I asked Mark if they had deliberately put one person's career ahead of 

the other even before their children were born, and he agreed they had. 

 "Probably putting mine a little bit in front of hers probably realizing that we were going 

to start a family sometime in the near future and I was going to be the breadwinner...We knew 

she wanted to stay home if she could with kids and the value of that is immeasurable.  It's not a 

dollar amount. It's not a figure you can grasp and say yes this cost me X .  Because you can‘t, the 

upside is so much greater, the devotion, educationally. It's just that there‘s so much she‘s got to 

offer, so a lot of that comes into play in the decision process....It was more of a traditional thing, 

It wasn‘t like let's compare paychecks or anything. It was more like I was in a different career 

path that would pay more. It wasn‘t like so I‘ll stay home because you make more than me. It 

was just kind of implied. I don‘t know if it's just a fault of our society that teachers make a lot 

less than other professionals do so even though they do extra work and work a lot harder than 

some other professionals do. It's just a fact of our reality."  - Mark, age 31, center  

 Post-move work participation differed across husband-centered moves and wife-centered 

moves.  Of the 21 couples who experienced husband-centered moves, about half or 11 of the 

trailing wives were working for pay in some capacity prior to the move but only one-third or 7 

were working after the move.  Nine of 21 women continued in their role as stay-at-home parent, 

3 continued their role working from home and 9 underwent a role/job change. Four of the 

adapters started a new job (1 was formerly an at-home parent) and five or one-quarter of the 
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sample transitioned to stay-at-home parent. (These data are based on the most recent move for 

families that have undergone more than 1 work-related relocation.) 

 Among the 10 wife-centered moves, 7 of 10 trailing husbands were working for pay in 

some capacity prior to the move (6 full-time and 1 part-time) and 6 in 10 were able to continue 

working after (4 full-time and 2 part-time).  Three of the paid workers continued in the same 

work-from-home job although one of the three scaled back from full-time to part-time hours; two 

were provided positions in the relocating employer's organization; and one, Drew who was 

discussed above, found a new full-time job through his own efforts. Overall, half of the trailing 

husbands experienced an adaptation - one who went from full-time work to at-home-parent, one 

who scaled back his work from full to part-time, and three who began new full-time jobs.  About 

equal proportions of trailing men and women underwent a formal role adaptation, but the nature 

of those changes and the motivations behind them were substantively different as seen in the 

informant narratives.  Many more trailing women (one-quarter) gave up paid work after a move 

than did trailing men (One-tenth).    

 As discussed, in this sample and perhaps among wife-centered movers in general, the 

wives have very high educational attainment.  Six of the ten have a professional degree or PhD 

that places them in the top 3% of adults over age 25 (U.S. Census Population Survey 2009).  As 

such, their leverage with their employers who are invested in getting or maintaining their unique 

skills within the organization, was high.  Only 3 of the 21 husbands in the husband-centered 

moves had a professional degree or PhD.  Three of the six highly educated wives negotiated 

employment for their husbands as part of the relocation package, making the adaptation process 

easier for their trailing spouses - one at a university, one at a hospital and one at a global 

corporation.  None of the 21 husbands who led a move negotiated work for their wives.  Two 
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trailing husbands took the offered job, and one, Glenn, did not.  Glenn had left a job under 

unpleasant circumstances about a month before Kelly was offered her relocation.  Quite by 

accident he had begun to appreciate the advantages of being at home, and he chose to continue 

that way.   The job offer from Kelly's company allowed Glenn's job/role adaptation decision to 

feel like a choice rather than an imperative.             

 "I was offered a job where Kelly works, but it just didn‘t make sense.  Then I'd be gone 

all day. What would I do about Cooper?  I would have to hire a nanny from 3:15 to 6:00.  I had 

to ask, was it worth the loss of flexibility?  We go home to Wisconsin for 2 months every 

summer.  Our family has a lake house there.  Cooper has all his cousins there and they have a 

ball.  And it's not just after school, they have breaks from school.  When we did it in 

(Northwestern City) it was very stressful.  If he was sick we had to figure out who had the least 

important appointment that day and usually we both had important appointments.  Plus, we don‘t 

want someone else raising our son.  He remembers the things we do together.  Once that time is 

gone you can‘t get it back...I‘ve considered doing some part-time work where they pay you 

under the table. I talked to a guy and we‘ll see where that goes."  - Glen, age 40, trailer 

 Kelly thought the dimension of choice was important to Glenn's adaptation, and she was 

also mindful of his relationships and social connections.  This is another example of a woman's 

holistic view of the effects of actions on family members. She said:   

 "It would have been a different decision if he hadn‘t had the choice.  Knowing it was an 

option was critical.  Working gives you that connection with other adults."  - Kelly, age 40, 

center 

 As a result of technological innovation, the trend of spreading paid work beyond the 

temporal and spatial boundaries of the employing organization's physical space has emerged 
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over the past couple of decades (Richardson 2010).  Ironically, the increase in prevalence of 

work-from-home situations offers a potential counter-balance to the disruptive spatial 

requirements being imposed by a relocation. Six of the 31 couples were able to minimize the 

job/role adaptation requirements imposed on the trailing spouse because that spouse's work-

from-home job was portable to the new home.  Tietze and Musson (2010) argue that the work-

from-home phenomenon is not entirely utopian, especially for managerial and office workers. 

Rather, they contend that it introduces conflict and contradiction to the formation of identities 

related to both home and work.  Identity, this argument suggests, is constructed as an ongoing 

social process, achieved by a subtle interweaving of the many aspects of social and occupational 

interactions that enable individuals to locate and define themselves in their social environment. 

Because at-home work, or telework, is less or differently interactive and situated in the 

contradictory location of home, identity development becomes complicated. 

 This study contests their assertion, and trailing informant narratives reveal that the 

portability of at-home work allows trailers to retain rather than lose aspects of their identity 

during a move. Adaptation in job/role is minimized or simplified by being able to retain paid 

work.  Also, several stories suggest that the continuity of work and work-contacts offers a sense 

of security that frees trailing spouses up in the short-term to attend to other adaptive activities.  

As an example, Evan worked in a art-related field.  By combining one part-time job in his field 

with part-time freelance work from home he was working full-time before his wife was 

relocated.  Upon moving, he made some important adaptations, leaving his part-time work and 

passing on an opportunity that was just emerging.  He still had his freelance work, however.   

 "At the time of the move, I was part-time a couple of nights a week plus Saturday and I 

did freelance work at home.  I had a home-studio set up. I was fine with giving up the (part-time 
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job). The freelance work, I still do that.  You can do it from anywhere, you just need an email 

address.  There was a new (business) opening up that was perfect for me.  I had been doing (style 

of work), which really wasn't me.  That almost hurt the timing, but I felt strongly about Lisa's 

opportunity.  I had been the primary caregiver for the kids so nothing much changed for the kids 

there."  - Evan, age 48, trailer 

 Because Evan had the continuing work he could do at home, he did not need to focus on 

his job situation.  He was able to look for some personal opportunities in the move. He explained 

the decisions he made in his adaptation as follows. 

 "I needed to get the kids settled.  And I just wanted to use the extra time to be useful, 

involved in the community.  I went online..I‘m a little scared about it, its outside my comfort 

zone.  I always considered doing volunteer work and didn‘t get to do it back home.  So now's my 

chance.  For now I am focused on helping the boys and trying new things.  My business 

connections are strong and I can keep them up doing freelance so I'm not concerned about that".   

- Evan, age 48, trailer 

 Similarly, Akira was running a business out of her home. With that as an established 

starting point, she took the move as an opportunity to grow the business.    

 "I'm a stay at home mom but I do have a business that takes a fair amount of time.  I 

manufacture (baby products) for a few local stores and one in New York.  I was really busy and 

embedded in (previous community) and we were a part of a community with a church and also 

close neighbors.  It was a really hard decision to make.  The business translated really well 

though.  We got more space and it turns out here in town its actually less expensive here for help.  

We had this great revelation that we could devote a whole room to the business".  - Akira, age 

28, trailer 
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 Donna used her work-from-home situation much like Evan did, as a way to maintain 

contacts for another time in her life when she is more interested in paid work.  At the time of the 

move, she wanted to assist her kids and not worry about a job.  Interestingly, even though Donna 

did work for pay on a part-time basis, she did not define herself as a worker. 

 "I was not working.  I stopped working after the birth of my first child.  He took a long 

time coming and I was pretty stressed out.  I did consulting work and I still do for the company I 

used to work for.  Not a ton, but enough to keep my foot in the door... I was able to keep doing 

that even after we moved to Chicago because it was a national account...I picked and chose what 

I wanted to do.  My goal was establishing the kids and not myself, well myself too, but not my 

career."  - Donna, age 40, trailer 

 After looking at age, education, work status, type and portability of work, all variables 

included in the human capital and power-balance models, many trailing spouses' situations vis à 

vis post-move job/role adaptation remain unexplained.  The profiles of educational data and post-

move job/role outcomes look very different for trailing spouses by gender, and the differences 

are not explainable in a gender neutral way.  Why must move centers who are women be so 

much more highly educated than move centers who are men?  Why must the difference in 

education across spouses be greater for wife-centered couples than for husband-centered 

couples?  Why are so many trailing spouses who are women stay-at-home parents when most 

trailing spouses who are men participate in paid work?  Through analysis of the narratives 

offered in this research it is clear that gender role ideology is alive and well, and it is a central 

determining factor in family job/role decisions and post-move job/role adaptation.   

 Marion and Stacy both talked about their role of stay-at-home parent, and how through 

multiple moves for their husbands' jobs they used volunteering at the children's schools as their 
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professional outlet.  They also talked about participation in the schools as their responsibility as 

mothers, to know what was going on in their children's lives and to champion their children's 

interests.  This role choice was directly shaped by gender, as shown in Marion's discussion. 

 "I don't have a career.  I've been home raising the children and yes I've had jobs here and 

there, you know part time jobs and things like that, but I feel my primary place is in the home 

and taking care of everything.  You‘re a mom, you understand all that kind of stuff.... I think my 

husband told me when we first got married that I would stay home.  He specifically asked me do 

you want kids, when do you want kids and when we have kids I would like you to stay home.  I 

had no problem with that.  I said not a problem.  And that‘s kind of the way it was and I wanted 

to be here when they were home from school, before they left for school, if they got sick, if 

whatever and then what I ended up doing is working in the schools.  So, I was here after school 

every day.  So, I made my way in the school."  - Marion, age 45, trailer 

 Like Stacy and Marion, when her family was relocated Cassie retained her role as stay-at-

home mom to her three kids.  This is a choice she made consciously and agreed on with her 

husband.  She played the role of primary breadwinner for a several years while her husband 

finished college, but both spouses were eager for the switch to traditional roles.  Cassie discussed 

the process as follows. 

 "It was always very important for me to stay home with my kids, but we really just 

wanted to have a kid and didn‘t want to wait any longer.... Brad spent three months of summer 

break just playing daddy.  He‘s glad he got to do that.  Now when I say I‘ve had a rough day, 

he‘s like even taking care of six month old baby is a lot different than taking care of three kids all 

day, but he is glad to have had that experience of just staying home and being daddy...We were 

both from families where our mom‘s stayed home.  My mom went back to work when I was in 
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high school, she was a teacher‘s aide at my brother‘s elementary school so, she was still home 

when we were home.  His mom worked a few small jobs, but nothing again that her kids were 

ever in daycare.  She was always home when they were home.  She only worked during the 

hours they were at school.  I think it was even brought up before we got married that I just 

wanted to be a stay at home mom and he was fine with that...He‘s very much your typical male, I 

don‘t think he‘s a typical male, because he‘s not.  But, he enjoys being the bread winner, he felt a 

little strange those first four years, me making most of the money and him not."  - Cassie, age 

30, trailer 

 Many of the other trailing wives in this project shared similar sentiments, where they 

deliberately choose to be mothers and stay out of the paid labor force.  They did not have to 

redefine their roles after the relocation.  Other women did make role adaptations post-move and 

gender ideology was a factor.  Janet had a great job in her chosen field when her husband was 

downsized from his job.  She was making a meaningful contribution to the family income and 

felt her husband Mike could find a job locally that would pay enough to combine with her 

income to make ends meet.  To fulfill Janet's wishes Mike would have to take a pay cut and a job 

much lower in prestige than the one he lost.  Mike ended up finding a job comparable to the one 

he lost, but the family of six had to move.  Janet launched a job search in their new locale and 

ended up with a position that was much less prestigious and satisfying, and it paid significantly 

less.  She was not happy about the situation but explained her willingness to make the adaptation 

this way: 

 "Mike needs to be the breadwinner.  It's important to how he sees himself as a husband 

and a father.  I can make anything work but men are different, so what are you gonna do."   - 

Janet, age 43, trailer 
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 Mary also gave up a favorable and satisfying work situation.  She had a part-time position 

as an attorney prior to her move, and she transitioned to staying home full-time with her children. 

  "As a starting out attorney, you don‘t get offers for part-time employment, that‘s what a 

lot of women in the field complain about.  New attorneys, they want you to work sun up to sun 

down and women who want kids can‘t do that; it‘s a huge problem.  It was a good opportunity 

and I would have stayed. ...Part of it is that I was licensed there and I‘m not licensed here so for 

me to work here, I‘d have to take the bar exam again.  I think if I wait 3 years, I can apply to be 

waived in, once I‘ve been licensed in (other state) for 3 years.  I‘m sort of waiting that out, trying 

to see if I can apply for that or see what I can do.  I was also pregnant with him at the time so we 

didn‘t know how that would change things.  So I probably would‘ve taken at least a couple 

months off, but then looked for part-time work.  He‘s just so much more driven professionally, 

even though it seems like I made a huge investment going to law school. To me, it‘s fulfilling to 

be with my kids, it‘s something that wouldn‘t be for him."  - Mary, age 31, trailer 

 Katie left a satisfying full-time job because she felt it was important to put her son's 

needs ahead of her own.   

 "It just didn‘t seem right to me to just move Jared here in a new place, figure everything 

out and find a day care. Like, it just was that we weren‘t used to that. It's just I would have 

continued to work,  but I couldn't bear that"  - Katie, age 30, trailer 

 For both trailing wives and trailing husband's the post-move adaptation can be an 

opportunity to make a switch and try something different.  Glenn, Evan and Akira saw the need 

for adaptation as an opportunity rather than a hardship to modify their job/roles.  Christie fell 

into that category as well.  She was working before her move and she wanted to stay at home 

with her kids for a time while she re-thought her career interests.  The move was precipitated by 
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the end of her husband Sam's work contract, and it was Sam who was looking to share the 

breadwinning role.  The two had not communicated well and were therefore struggling with the 

adaptation as Christie describes: 

   "I think I was feeling pretty burned out at work.  It is prestigious but there is only so 

much you can do...I don‘t know I just was ready for a change.  I guess we‘re not only making 

major transitions in terms of moving but in terms of a career choice.  So I think a lot of different 

things are happening....And I'm not really, really motivated or loving my career choice at this 

point in my life, so right now I‘m just kind of like eeh! I care for people all day long I just really 

don‘t want to go to work and do the same thing. I was really ready for a break, but I do think I 

need more in my life than just taking care of kids. So yeah, Some other outlet for me, some other 

dimension to my life.  So there is a little piece of you that leaves when you stop working."  - 

Christie, age 28, trailer 

 Sam was not comfortable with Christie's 'break' from work. He had expected her to find 

work in their new community, and he expected that to happen pretty easily given Christie's field.  

Sam communicated his worry, trying to be sympathetic to Christie's wishes. It was Sam whose 

job precipitated the move, that seemed to feel most powerless in the face of his new role as 

single breadwinner and in response to his trailing wife's role adaptation from paid worker to at-

home parent.    

 "The cost of living is much higher here and we went from two incomes to one so it's been 

a challenge trying to make ends meet.  I think there's, we both thought she would get a job once 

she was ready, once things get settled that she would get a job.  But at the same time she‘s not 

quite sure of what she wants to do as far as a job is concerned...I think it‘s a strain on both of us.  

But it‘s a strain on me."  - Sam, age 30, center 
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Women's Work Identity  

 Garey (1999) described and systematically offered evidence to refute the orientation 

model as the basis of work and family decision-making for women.  She explained that this 

ahistorical and homogenizing model rests on the concepts of  'choice' and 'orientation' (Ibid:5).  

Women's labor force participation is mistakenly perceived by many Americans to be a function 

of personal choice and that choice is perceived to derive from a woman's embodiment of either a 

'work orientation' or a 'family orientation', discrete orientations falsely perceived as 

incompatible.  Garey argues that the dimension of choice is a fallacy based on white, middle 

class experiences in the 1950's, and she effectively demonstrates its inaccuracy.  She also shows 

that interests and activities in work and family are compatible, but the false ideology creates guilt 

and stress for women trying to blend the two. 

 In the predominantly middle and upper middle class communities where relocaters often 

live, belief in the orientation model persists.  Several women offered stories where their labor 

force participation choices were differently perceived and judged when they crossed 

communities.  Katie was adapting to a new role as stay-at-home mother. She felt that her choice 

to engage in paid work or to stay at home was more respected in the Chicago area than it had 

been in Michigan.  Her transition was to a more favorable situation, where her peers were less 

committed to the orientation model.  She described the differences this way.  

 "Another thing is that in Michigan when I went back to work some of the neighbors were 

like, Oh you‘re not going to last, you're going to stop it, you‘re going to miss him too much  And 

another thing I felt there was that people were very judgmental. On you're either a stay at home 

mom or a working mom.  Here, a lot of women who are stay at home now  were professionals 
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and they‘ve stopped  permanently or  temporarily whatever, but there's not that judgment like 

one is better than the other."  - Katie, age 30, trailer 

  Amanda described the converse experience. She came from an area that accepted the 

integration of family and working as compatible in a woman's life.  When she relocated as a 

move center, she found herself in a community she described as filled with stay-at-home mothers 

that were judgmental of her situation. 

 "When we lived (on the east coast), there were a ton of working moms, everybody there 

was having kids and going back to work.  So we had a ton in common and we‘d see each other 

on weekends and evenings and whatever.  Out here, there aren‘t a lot of working moms; it‘s 

mostly stay-at-home moms or people who work part time from home 2 days a week.  I did hear a 

few comments, oh you work.  I‘m sensitive to it too so I was maybe being more focused on it but 

comments like 'well I‘ve got a friend who has 3 kids and a nanny and she‘s got someone else 

raising her kids.  Why would she want someone else to raise her kids?'  Those kinds of things, 

people would say it in front of me and I was very sensitive to it because it was such a different 

environment.  I didn‘t know anyone here who was doing what I was doing; getting on the train 

everyday and going downtown to work and putting their kids in daycare.  There was a daycare so 

other people were doing it, but nobody that we had met at that point was doing that."   - Amanda, 

age 33, center 

 These stories reveal that women may be subject to an adaptation period even if they are 

not changing their work role.  As different communities, groups and individuals hold different 

normative expectations for women's reproductive and productive labor, they may find 

themselves feeling the need to internally or externally reconcile themselves with their choices.  

Epstein (2004) argues that one of the greatest problems facing men and women who cross 



146 

 

boundaries of cultural gender norms is the effect of social disapproval on their identity.  "Their 

very stake in the 'who' of 'who they are' is called into question" (Ibid: 320).   

 Pursuant to that theoretical position, I expected stay-at-home fathers to exhibit similar 

needs to defend or justify their decisions to new sets of community members upon moving.  

Interestingly, none expressed that there was a difference in the attitudes that surrounded them, 

and none discussed concern over adapting in the face of social norms that tend to run counter to 

their labor choice.     

Summary  

 For most trailing spouses a change in job/role occurs following a relocation.  No single 

explanatory model exists to inform how the need for a job/role change is justified or approached.  

The existing literature on outcomes of relocation on spousal earnings and career incorrectly 

trichotomize the explanation into three distinct and supposedly competing models.  Human 

capital and rational decision making, power-balance based on resources, and gender ideology 

have been compared and contrasted.  This project suggests that all of these offer worthwhile 

concepts and the true dynamic, while not identical for every couple and every decision, is a 

synthesis of the three with gender operating as the main organizing principle. The trends 

regarding the importance of each concept and the way that trailing spouse's choose to adapt 

differ by gender.  Inequality across gender shapes the decisions, though not consciously or 

maliciously.  Women are more likely to make a substantive change to their job/role than are men, 

and they are more likely to do so in a way that disadvantages their career and earnings potential.  

Further, women must do more or be more to have their job/role prioritized.  This is not a small 

finding given that sacrifices made in the present may still impact income earning 10 or even 20 
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years from now (Casey 2010).   It is the unrecognized nature of gender inequality that makes it 

so dangerous to women and so hard to combat.   

 In husband-centered moves, men usually held the role of breadwinner regardless of 

whether their wives worked.  They did so simply because they were men.  In wife-centered 

moves, women were equally as likely to share the role of breadwinner as to hold it on their own. 

When women were the breadwinners, it was usually because they were accomplished in high-

status fields and/or far more accomplished than their husbands.  Therefore, this research argues 

that the power-balance model is not gender-neutral.  Resources translate into dyadic power for 

women only when their resources exceeded their husbands'  resources more than incrementally 

or are based in high-status careers. Otherwise, the gender role model prevailed.   

 Trailing husbands were offered more assistance by their wives' employers, though this 

may have been the result of the women's power positions in the hiring process through their 

educational and career specializations. Trailing husbands were more likely to work both 

before and after a move, and their post-move adaptation was usually to find some form of new 

employment. Many trailing wives did not need to redefine their roles or their paid work lives 

because they were and continued to be stay-at-home mothers.  Social and logistical adaptations 

by stay-at-home parents were necessary, and those changes will be discussed in a later chapter.  

Trailing wives who had been in the paid labor force often gave up their paid work or had their 

work down-graded. 

 Few trailing spouses expressed a sense of powerless to redefine their own role in the face 

of structurally derived imperatives to move.  Even where those forces were at play, informants 

remained pro-active in efforts to find and fill a new role.  
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 Two new concepts emerged from the data that applied to both genders. The increasing 

prevalence of work-at-home situations offered trailing spouses some protection from job/role 

identity changes.  Spouses who worked from home had portable jobs and greater flexibility.  

Also, there was a small group of individuals who used the 'turning point' of their husband's or 

wife's relocation as the impetus to modify a job/role situation they were not satisfied with. 
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Chapter VIII 

 

BUILDING SOCIAL CONNECTIONS AND SUPPORT NETWORKS 

 

An overwhelming theme across the relocation stories is that social connection to the 

community and social support networks are a primary focus of adaptation work.  The topic of 

social capital emerged as an area of primacy in the relocation experience during the preliminary 

study conducted in the early 2000's (Whitaker 2010) and then again in this research.  During the 

in-depth-interviews,  a majority of informants, especially women regardless of work role, 

naturally steered to the topic of forming social connection as the first and most important work of 

relocating.  ―How would you define a successful move?‖ was the last question I asked, but 

perhaps it was the most important.  In response I heard answers like: 

"To have friends. It is important to have someone I can call when I need help.  It's 

important." 

 "Probably getting entrenched and meeting people was the biggest thing."   

"Having good friends, not just the hi, how are you type, but the ones you can share 

holidays and special occasions with." 

The idea of friends came up throughout the interviews as critically important, and 

informants indicated that friends were even more important in their new places of residence than 

they were where family or long-term connections were available.  Friends, when you are apart 

from family, take on the role of the pseudo-family or the people you can go to for 

companionship, help or support.  Thus, transient families are more in need of deeper, reliable 
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friendships than are families located near parents, grandparents, siblings, or even long-term 

acquaintances.   

Relocaters who moved closer to extended family had some building blocks for their 

support structure. But, even families that engaged in prodigal moves communicated that 

friendships and the development of other social networks were priorities. Most 'prodigal movers' 

did not situate themselves immediately beside extended family members, but rather within 

proximity to visit or call upon those family members with more regularity than they had before.  

Some prodigal moves placed relocaters within 5-8 hour drives of extended family rather than 

plane rides away.  Other prodigal moves placed family within 1 to 2 hour drives. Others put 

families in the same metro area, but not where daily or even weekly contact was likely or easy to 

negotiate.  Even where extended family was fairly accessible, most relocaters were insistent on 

forming their own friendships to supplement family connections. 

Consistent with past research, informants‘ positive sense of well-being was associated 

with forming friendships, and the inability to form friendships was associated with a sense of 

stress and unhappiness.  Informants recognized directly that friends were more than a ―nice-to-

have‖ commodity. They were a necessity. There were gender differences in the work of 

cultivating friendships and in the importance placed on individuals' friendships, though most 

informants of both genders offered that friendships and connections were critical for the family 

as a whole.  Women were more likely to do the adaptation work of developing friendships for 

themselves, their children, and even their spouses.  But both men and women enumerated the 

many resources and benefits friends provided to the family overall. 

Contrary to Wuthnow‘s proposition that proximity is not important to the creation of 

social networks, relocaters lamented that when a family moves to a new area, most of their social 
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resources are forfeited.  Though relationships may persist long distance, the ability for families to 

garner day-to-day resources from those relationships is severely limited.  McAllister, Butler and 

Kaiser (1973) argued that mobility leads to integration-disruption, that is, it is ―disruptive of 

social relationships and inherently damaging to the woman who changes her place of residence‖ 

(202).  A related project by the same researchers (Butler et al. 1973) found adverse effects only 

among women and not among men.   

My research confirms the proposition that relocaters lose important social relations when 

close proximity is relinquished, but gender effects are mixed.  While men were less likely to 

focus on building social connections for their own individual needs than were women, they did 

recognize their need for such connections.  Relocaters, especially women, do exhibit concern 

over loss of support resources and can have their sense of well-being ―damaged‖ until new 

relationships are developed. For the majority of relocaters that I spoke with, newly developed 

friends ultimately provided the on-going and readily accessible social capital.   

Informant stories provided examples of the types of resources derived from  social 

capital: advice on selecting new doctors/dentists; someone to baby-sit during doctor's 

appointments, school conferences and field trips; someone to get kids off the bus when they were 

running late; a place to go when they were locked out; more sets of eyes to watch kids playing 

outside; and someone to watch kids while they were at the hospital having a baby.  Resources 

like companionship, a listening ear, and emotional support were critical as well.  Even families 

with stable and plentiful financial resources experienced strain and stress if they could only rely 

on their immediate family or market providers for all of these types of needs.  Mellisa describes a 

situation that made her realize she needed a support system. 
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"One of my reasons for finding anybody here was one day Nick was gone, maybe he was 

working like really close to the city, and we‘re like an hour outside the city.  I‘m coming in the 

house with Keegan, and I fell backwards and I hit my head on the laundry room sink.  I cut my 

head open and I was starting to feel dizzy and we didn‘t know anybody.  And so I was like, oh, I 

didn‘t want to pass out because at the time Keegan was little. She was like one and a half.  So I 

was like oh my God, I don‘t know what to do.  So Nick called this the guy who worked for him 

[in the local office]. (laughing)  He sent Joe over to my house to sit with me.  So this guy came 

over and sat on the couch until Nick came home and took me to the hospital and then I was like, 

this is crazy! I have to know people."   - Mellisa, age 32, trailer 

All family members are beneficiaries of these forms of family support.  A minority of  

male move-centers didn't recognize the breadth of support and resources that social networks 

offer and how they themselves benefitted.  They only acknowledged the importance of the 

networks for their wives. These men made comments such as: 

"As long as she makes friends and is happy, you know."  Brad, age 30, center   

 "Part of what I wanted to have was to make sure Megan re-planted herself, she was 

involved, she made friends.  That she would feel like she‘s part of the community.  It's tough to 

be a stay-at-home mom.  We should appreciate them more.  It's hard. So I really wanted that for 

her, you know, to have support outside of staying home with the kids and talking baby talk all 

day long.  You know, to have other moms and people who can relate to what you‘re going 

through and what you‘re feeling.  Stuff that husbands or a guy can‘t necessarily understand  

Guys can talk about sports and we‘ll know what you‘re talking about but if you want to talk 

emotional, you know, we‘re not that way.  Guys just aren‘t that way."  Mark, age 31, center 
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"When Ashley moved out (west) she really didn‘t have any friends for two years too.  

That was a hard thing of leaving. She wasn‘t going to have her friends she had just gotten to be 

really good friends with...She was leaving behind and had to start up a new set, which was really 

stressing me out because, I don‘t have a lot of friends.  I never have. I‘ve always hung out with 

my family so I‘ve never been a real friend guy, but Ashley is and that stressed me big time.  That 

she was going to have to go through that...Then (our realtor) set her up with people to meet. Now 

Ashley in the short time we‘ve been here, almost a year now, she has better friends almost than 

she did (out west) almost.  It relieves some of the stress on me."  Zach, age 32, center 

Just as some male move centers saw social connections in a gendered way, some female 

move trailers concurred with this traditional take.  Both groups failed to recognize relationships 

as capital or resources, and chose instead to see them only as leisure pursuits based on preference 

rather than need.  A closer look at the experiences of men and women, both trailers and centers, 

will later show that while gender differences exist, they are not as absolute or traditional as these 

informants suggest.  Stacy held to a highly traditional view. 

"Women need other women because their husbands or their significant other is never 

enough because they don‘t get it. Women get women. We just do and so I think we need that on 

so many levels, regardless of what‘s going on in your life at any point in time...It's sad that the 

men don‘t make more effort in the evenings and on the weekends to reach out and to develop 

their life, to make themselves like, you‘re not supposed to be your job. Your job is supposed to 

be what you do, not who you are."  - Stacy, age 48, trailer 

 The views represented above begin to speak to the role of gender in building social 

connections and support networks.  Generalizations of women as relationship-oriented and men 

as accomplishment-oriented are gender constructs that impact daily life pervasively.  Even when 
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gender constructs are held more loosely or less consciously than characterized in the above 

quotes, effects exist on many levels.  This fact has been demonstrated repeatedly throughout this 

research.  

 Gender constructs and sex categorizations carry with them generalized stereotypes about 

gender-appropriate behaviors, dispositions and personality traits, and they have their origins in 

sex-segregated divisions of labor and status differences between men and women (Glick and 

Fiske 1999).  Social psychologists emphasize the role of grouping people into social categories 

as a way of thinking about, interpreting and interacting with those with whom we come in 

contact (e.g. Langer 1978).  Research indicates that of the countless potential categories that can 

be employed in a psychological classification system, gender is the primary category (e.g. Taylor 

1981,  Banaji, Hardin and Rothman 1993).  Gender, paid labor force participation, and time are 

the relevant dimensions related to perceptions of social capital and the distribution of adaptation 

work for developing social capital after a move. 

Gender  

The research shows that women bear the disproportionate responsibility for building up 

friendship networks and the accompanying resources after a move.  There is an imbalance 

between the genders.  Regardless of whether the husband‘s or the wife's endeavors led to the 

move, it is usually the wife‘s efforts that must make up for what was lost.  Because as Wellman 

argues, middle-class families utilize networks for reproductive resources, women bear the burden 

of recreating new networks when old networks are forfeited.  While a relocation may allow a 

family to achieve its expected economic self-sufficiency, the resources to support reproductive 

labor are not maintained or improved with a move.  As the stewards of the reproductive sphere, 

reproductive labor continues to be primarily women's responsibility.  Recognition of the need for 
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reproductive support resources; proactive strategizing to develop these resources; and executing 

development strategies were viewed and enacted as part of women's family management work 

and reproductive labor.   

In single-income, male breadwinner families only women were engaged in the work of 

building social connections and support networks.  This is the largest category of relocated 

couples as population data show that most relocated families are led by male breadwinners.  

Also, in this sample about half of male-centered moves were single-earner families pre-move, 

and even more became single-earner families after the move.  Ultimately, the gendered natures 

of productive labor and of employee relocation, result in a situation where women are formally 

responsible for reproductive labor and for the rebuilding of reproductive resources forfeited 

through a move.  This distribution of labor becomes a direct function of gender (a.k.a. she who 

needs reproductive resources seeks resources), work engagement (a.k.a. she who does not have 

social interaction through work seeks external interaction), and time (a.k.a. she who is not 

spending time orienting to a new workplace and satisfying demands in the more-valued market 

sphere, is more available to carry out the adaptation work).    

Anna provided a representative story. 

 "Just to meet people and see what they had there I join stuff if something works with my 

schedule.  If they have something I like, I go.  They had a moms night out a few weeks ago and I 

wanted to go so bad but I‘ve been having health problems and having to go to the doctor so 

much so the boys were so upset. They didn‘t want me to go out.  Babysitting can get expensive 

too. It hard when he‘s not here.  The neighborhood has a Bunco group I was supposed to go to 

Tuesday and he was working.  And there's a dinner club like once a month where you go a have 

big feast, a Bunco group for ladies.  This woman who‘s on the PTA, she started all this.... We‘re 
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members of the Y so we went there first.  Then the park district.  I mean the catalog for the park 

district is amazing.  We did a lot of things like that.  And I joined the Women‘s Club and I joined 

moms and tots... I always dive into stuff so I had the kids in all kinds of activities, just finding 

our way around, finding a church.  Trying to find the town pool."  - Anna, age 35, trailer 

 Anna's husband Butch was not at all involved.  

 "You know, Anna knows everyone of the neighbors.  We went trick-or-treating and she 

knew everyone's name. She‘s just like that."  - Butch, age 38, center 

 When asked if she had made an effort to get to know people, Butch said,  "I don‘t know, 

you have to ask her." 

Female-centered moves are less likely to be single income families (30% pre-move, 40% 

post-move in this sample). Thus trailing husbands, unlike trailing wives, are not usually taking 

on stay-at-home parent roles whereby they formally co-opt reproductive labor.  Women continue 

to play a central, sometimes shared role in reproductive labor.  The majority of trailing husbands 

have their own work places through which to obtain adult social interaction, and they largely do 

not perceive an urgency to forming networks.  Finally, trailing husbands' time, like their partners' 

time, is not fully available for building social connections and support networks because it is 

also taken up with their own paid work.          

The unique, minority and most telling categories for understanding the interaction of 

gender and work role in the distribution of adaptation work are dual-income, male-centered 

moves and single-income, female centered moves (stay-at-home dads).  In the former, women 

continue to have disproportionate responsibility for reproductive labor and for building social 

connections and support networks.  In the latter category, some men initiated efforts for social 

contacts and others did not. 
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Seven of the twenty-one women who moved for husband-centered moves did engage in 

paid labor.  Only three of those women worked full time and only two, Chantelle and Janet, 

worked full-time outside the home.  All of these women were still the active leaders within their 

families of building social connections and support networks.  

Chantelle had high school aged children, and she took a full-time job only after her 

children were situated, her new home was built, and she had met some friends.  The job was her 

first foray into paid labor since she started raising her family almost 20 years ago.  Her biggest 

concern about the job was its conflict with a new friendship. 

"I finally made this good friend here and we've been walking together.  It's not easy at my 

age getting in with new people.  I'm really excited to see what I can do in this job but I'm worried 

what's gonna happen with (friend).  I haven't been able to walk lately and that's sort of our thing 

we have in common".   - Chantelle, age 50, trailer 

Janet started a new full-time job outside the home only after first enrolling her four 

children in school, sports and religious education.  She changed her work hours after the first 

month to better accommodate her husband's schedule, and to be sure she could attend her 

children's sports games where she hoped to meet other mothers.   Chantelle's and Janet's stories 

aligned with other trailing wives who had paid work.  The work was secondary to their husband's 

paid work and their children's needs.        

Stay-at-home fathers provide another important comparative category to better 

understand the interaction of gender and work roles with the distribution of adaptation work.  

Their experiences did not mirror those of their stay-at-home mother counterparts.  The sense of 

immediacy and the sense of importance about developing networks was lower in this group, 

though it was certainly not absent.  Efforts were invariably shared with wives.  
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Importantly, the social networks typically available to stay-at-home mothers for 

procuring help with reproductive labor and for at-home companionship were not perceived as 

viable options for stay-at-home dads.  Simply put, none of the stay-at-home fathers regularly 

socialized with neighborhood mothers or joined female-run play groups.  Instead, they found 

their own strategies for dealing with their situations: joining stay-at-home dad's groups, 

befriending others online, volunteering, and waiting for their wives to make connections. Glenn's 

experiences were the closest reflection of the experiences of stay-at-home mothers, but he 

networked with a group dedicated to men.  Glenn's wife, Lisa also made efforts to get to know 

other parents through children's school and children's activities.  Glenn's described these 

experiences:  

"We‘ve met our friends through our son‘s school.  They even have a stay-at-home dads 

group for guys like me, trailing spouses.  We hit it off really well, travel together, golf together, 

our wives get along too.  That was key to the transition, people in the same situation, sharing 

your concerns and frustrations, learning from each other, experiencing the same learning curve, 

helping each other through the transition."  - Glen, age 40, trailer 

Seth eventually got involved in a stay-at-home dads group too, but his journey was less 

direct and less deliberate than those described by at-home women.  He also reporting sharing 

some of the networking processes with his wife.   

 "We did our thing for a while and got settled in.  We started looking for a church, which 

was the main thing we tried to do to plug into the community. That‘s about it. We just went to a 

church every Sunday, we‘d go to one or two or we‘d split up and go to different ones until we 

found one.  Our motivation was more spiritual than community but that‘s one of the easier ways 

to plug in and meet people is a church... Me and another guy started the group.  His wife is a 



159 

 

doctor and they're from (distant state).  He was more into it; we met on the athomedads.com 

website.  We started to hang out and get out of the house and the (local paper) did a story about 

us and that‘s what started the group.   

Just from being home all the time and surfing the net.  I had a stay-at-home dads handbook so 

that had resources in there to lead me there and I just posted for people in (our city)... We meet 

twice a week, sometimes 3 times a week.  A few people show up on Friday at different places.  

I‘ve been doing the planning; up until last month, I was doing all of the planning for meeting 

places and stuff.  I‘ve got a group of friends that‘s all stay-at-home dads and we chat online and 

we have dad‘s night out once a month.  We all have similar age kids so it helps the kids too."  - 

Seth, age 29, trailer 

Two other stay-at-home dads described circumstances where they kept to themselves and 

focused on caring for their children, reading, keeping up with hobbies that related to their 

professional careers, or contacting friends and family by email and telephone.  Neither expressed 

concern or stress about the level of social connectedness they had.  Both of their wives were in 

high prestige careers, and both noted that their wives had little time to get to know people 

"outside of work".  Eva mentioned trying to take walks occasionally to 'see who was around', and 

Petra reported a sense of camaraderie with her co-workers.  Stay-at-home father families 

encountered challenges in developing networks because each spouse was taking on non-

normative work roles in the family.  Adaptation work suffered when the most available spouse 

was resistant or disinterested in the work and when the surrounding environment did not offer 

that spouse the same resources it may have offered his wife.   

Trailing wives who were paid workers still took on the work of building social 

connections and support networks.  Trailing husbands did not follow in those footsteps 
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universally, but they did not neglect the work universally either. Evan was a part-time at-home 

worker who formally took on daily childcare needs.  He had elementary aged children and was 

active setting up play dates and bringing his sons to activities. He was also making other efforts 

with little pay-off.  Evan exemplifies the struggles of men who take on tasks our society 

attributes to women, and he exemplifies the fact that men need relationships and social support.   

  "There‘s nobody we‘ve really, really clicked with.  Lisa has been so busy and she has 

socialized at work.  If it was switched around and she was dropping and picking up she probably 

would have been better at developing relationships.  Women are anyhow.  I‘m in the minority so 

it's harder to meet people.  I have passing conversations but no one to really have serious 

conversations with...We had the neighbors over for dinner. Friendships make your experience, 

they make your life experience.  Its only fun doing things when you have someone to share it 

with...so we invited neighbors to dinner.  But we just don‘t see them.  One has reciprocated.  You 

don‘t want to push yourself on someone.  I‘m starting to volunteer next weekend with an agency 

that mentors kids for not reaching their potential."  - Evan, age 48, trailer 

 Evan also mentioned "Skyping" or videoconferencing as an important way to dialogue 

with friends and family who are not nearby. Lisa corroborated Evan's story of inviting neighbors 

for dinner, and she shared in the planning and work for this event.  She also talks about 

proactively interacting with the school and helping to choose and plan her son's activities.  She 

reported that she wasn't worried about Evan because "he is a homebody anyhow".  She did not 

seem in tune with Evan's struggles, as he describes them here:, 

 "The worst part is the feelings of being in a place where you have no history.  No one 

knows you. You have no long term friends.  No one knows you‘re real good at this or that.  The 
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things that make up who you are.  You are starting from scratch.  I guess it‘s a good exercise to 

see how people react to you."  - Evan, age 48, trailer 

Andy and Mitch were both trailing husbands who worked from home, one part-time and 

one full-time.  They exemplified spouses who were not actively involved in building networks.  

Andy was social with other parents at his daughters' sports events and he hosted play dates for 

the girls, but otherwise kept to himself.  His wife Louise got to know some of her neighbors 

when she encountered them during her evening walks; she participated in neighborhood Bunco 

nights; and she regularly went to Ladies' night out with some professional women colleagues.   

Mitch focused all his efforts on building his business after the move, and he made no 

unsolicited mention of friendships or support needs.  His children attended day care, and he was 

not involved in facilitating their activities or friendships.  When probed about social activities he 

noted that a neighbor invited him to golf, and that had become a regular event.  His wife Amanda 

wanted to take on the adaptation work of building social connections and support networks, but 

she did not have time right away.  She went on maternity leave 3 months after the move, and 

tried to use that time to get to know people.  Interestingly, she characterized Mitch as 'the 

outgoing one'. She was uncomfortable trying to meet new people but she saw it as a necessity 

and did it anyhow.  Amanda and Mitch did have family nearby, (her mother was an hour drive 

away and her sister was two towns away) but Amanda still saw the need for additional social 

networks. 

 "I was working full-time with 2 young kids and I didn‘t have much time for anything 

else.  It wasn‘t great, we didn‘t really like that, and we were looking to make connections.... I‘ve 

done some stuff, but I haven‘t been hugely involved because I‘ve been working. I haven‘t had a 

ton of time but we definitely wanted to make some connections.  We used to live in an 
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environment where the neighborhood was where you meet people in the community and we 

moved here and we have nobody across the street from us.... But getting to connect with other 

families and meeting friends here was probably the biggest challenge.  But once we fell into our 

church community, that‘s really where we‘ve gotten to know people through."  - Amanda, age 

33, center 

Work and Time 

Move-centers who are 84% male had social interaction at work.  When men who were 

move-centers did make connections outside of the workplace, the informants reported that their 

husbands met people ―through me‖, by getting to know the husband‘s of their wives‘ new 

acquaintances, or through luck with no effort.  Some male move centers spoke generally about 

the family getting embedded, and did indirectly admit they appreciated social companionship. 

However, they cited that their own individual connections and camaraderie come from the work 

place, and they do not need or want to develop other relationships.  

Work-family studies have effectively documented increases in work hours for many 

employees, especially highly educated managerial and professional workers like those in this 

study (e.g. Jacobs and Gerson 2004, Blair-Loy 2004).   Time, or more accurately the lack of 

time, was a common theme used by male move centers to substantiate that additional friends 

outside work were not needed.  Full-time workers often did not have the time to develop 

friendships even if they had the time to spend with established friends.  Further, many expressed 

that between work and time with their spouse and children there was no time for additional 

relationships.  
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"I have a few buddies from work and I occasionally stop over their house on the way 

home from work for a quick beer or a glass of wine.  But that's about all I have time for.  I need 

to get home to the girls".  Ken, age 46, center 

  "Its most stressful for Christie.  I get to spend time with people at work". Sam age 29, 

center 

"I‘m very social in that sense and I feel like I really enjoy the people that I work with and 

I go out of my way to talk with them and so I‘m building relationships or at least enjoying what 

they can tell me.  I met several people at the college that I would consider going out for a beer 

with...It hasn‘t worked yet because we‘re so busy. You always think – next week, or next week, 

cause there's always so much going on."  Todd, age 29, center 

Butch was adamant that he did not have time to socialize outside of work, but he did 

recognize the benefits of connectedness for the whole family and not just for his wife and sons.      

 "I feel kind of bad because I‘m not here enough to know everyone.  So I‘m kinda like the 

dad who just travels too much in the neighborhood. I‘ve been so busy. That‘s not an ego 

comment. That‘s stark reality".  - Butch, age 38, center 

 Butch then provided this appreciative comment for support the family receives from 

neighbors. Butch also acknowledged that the availability of support was a product of the time 

Anna had invested to get to know people.  

 "There was one time I had to take Anna to the ER because she was having some pains. 

We didn‘t know what it was, right?  So I‘m there 10 o‘clock with the boys and they had school, 

right?  So I wanted to take the boys home then go back and see her.  I first called my brother. He 

couldn‘t come so (the neighbor) sat here til 2 in the morning with her book while the kids were 

asleep up stairs while we were at the hospital. That‘s great!  I mean not even, I mean a periphery 
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neighbor, not someone we‘ve spent a lot of time with.  And we‘d do it for them and we trust 

them. We did not have that in Michigan.  Our next-door neighbors, yeah. But it took us two years 

to cultivate that. We‘d been here six months and I‘d already had four different people to call on."  

- Butch, age 38, center 

Trailing wives recognize the time issues and their husbands' ability to get social 

interaction at work.  The following quotes are examples of these sentiments. 

 "He‘s really sort of an introverted guy, a family man, dad, husband kind of guy.  And a 

lot of time we talk about this stage of our life and how its conducive to having some really good 

couple friends, which is kind of a sad feeling, but you know, he hangs out, well he doesn‘t hang 

out, he chats with the folks at work and that‘s sort of his social network.  Which isn‘t really 

much, although he hasn‘t expressed interest in doing anything outside of work or home."  

Christie, age 29, trailer 

When asked if her husband was looking for relationships, Mary answered: 

"No, work‘s primarily his peer group.  There‘s somebody from work that he jogs with 

and he goes with the guys from work to get a drink and that kind of thing so that‘s his peer 

group."  - Mary, age 31, trailer 

"He don‘t care, he don‘t want to make any new friends. He‘s got enough at work he don‘t 

want to do anything outside the home. Once in a while he will if I beg, plead and pull teeth, other 

than that, no."  Marion, age 45, trailer 

Other male centers were grateful for the social connections they enjoyed as a result of 

'luck' or their wives' efforts. 

"I've never really been involved with a lot of activities outside of work and, obviously, 

when I was in school...But, I mean, Cassie got us into a lot of church stuff and we have functions 
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dealing with (our daughter's) school already. They start next week, so. But, they had, we had 

picnics for that and we meet people there."  Brad, age 30, center   

"The funny thing is the first couple weeks we were there, I went out, I was doing 

something with one of our play sets or structures moving something and the guy next door 

walked over and started talking to me and brought a beer. Next thing I know two other guys 

walked over so it was just right away a very active street."  - John age 40, center. 

Donna corroborated:, 

 "He‘s a go with the flow kind of guy; he pretty much thought I would handle all of that.  

The street that we lived on, the guys had a poker night so he met a really good group of guys 

there and it was nice to see him do that. Luckily, we moved into areas for what we like socially, 

for men, women, and kids...(The guys), they smoked their turkeys on thanksgiving and drank 

bloody mary‘s.  They had poker clubs and a golf league so I don‘t think that he was looking for 

anything in particular, but it‘s worked for him.  He hasn‘t looked, it‘s just been there."  - Donna, 

age 40, trailer 

Female move centers, like Amanda who was quoted above, also have difficulty finding 

time for building social connections and support networks after paid work.  They too derive 

some personal benefits from social interactions in the paid workplace.  In spite of those 

interactions, female centers were interested in developing networks for their family.  Male 

trailers with paid work were more likely to work fulltime, to do their paid work outside the 

home, and to fulfill their own social needs through work than female trailers with paid work.  

They were also less likely to engage in work to build family connections and networks.       

The research uncovered some common themes on how relocaters go about developing 

new connections.  There are a number of proactive ways informants in the study went about 
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establishing their families within new communities, but the most successful way by far was 

simply to relocate into a community or neighborhood that made social capital available to them.  

By design or by accident, relocaters, especially women, who found themselves in places where 

social capital was readily available felt the most satisfied, that is, the happiest.  Despite other 

differences – their feelings about the move, how outgoing they were, the stage in their family life 

–  people who had the most success creating social capital were the ones who settled in a place 

where close networks exist; the investment time to be part of a close network is short; and, where 

the ―cultural tool kit‖ of the relocater is effective at gaining access to networks.  Some of the 

families knew what to look for in order to find such a place, and others happened into it by 

accident.  Some families did not settle in places that offered them the social capital they needed, 

and they were the least happy.    

Informants said in this research that the type of social capital relocaters need is most 

available from other relocaters.  There are pockets I call ‗relocation enclaves‘ where many 

relocation families live.  These enclaves can be neighborhoods, subdivisions, or entire towns.  

They are not formal or defined as such, but they exist nonetheless.  While this finding may 

appear to speak to the community level analysis of social capital as introduced by Putnam, the 

primary study variable is still how the individual finds the capital, rather than how social capital 

affects the community. Portes‘ discussions of ‗civicness‘ as a community characteristic that 

facilitates individuals‘ networks and his attention to the presence of ‗bounded solidarity‘ apply.  

The research demonstrates that gravitation toward relocation enclaves in the form of whole 

towns or neighborhoods creates bounded solidarity, which in turn is a source of social capital.  

As Portes explains ―By being thrown together in a common situation [people] identify with each 

other and support each other‘s initiatives.‖ (Portes 1998: 7)  Of interest to Putnam‘s discussion is 
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how the presence of relocation enclaves, which are pockets with high levels of social capital, 

affect the overall community in which they are found.  This will be addressed later.   

Mellissa found relocation enclaves in several of her moves.   

"The other thing that I have found is that if you move into a new subdivision it always 

easier to meet people.  My recommendation to everybody is if you are moving, move into a new 

subdivision…..There are new people who are moving in.. They‘re as new to that area as you are.  

Everybody is new together.  In my last neighborhood and the one before that my subdivision was 

new."  - Mellisa, age 32, trailer 

Donna and John were born and raised in Michigan.  They were transferred to Chicago 

and then transferred back to Michigan 18 months later.  Instead of moving back into an 

established community they were familiar with, they looked for a more transient community to 

try and mimic the experience that had in the Chicago Suburb of "Spring Park". 

"I know that area better but a lot of people that I‘ve met in Bluebell have come from a lot 

of different places, so I thought Bluebell might be an area for new people. I don‘t think anything 

could compare to Spring Park though.  I glorify Spring Park...I‘m sure the realtor would‘ve 

shown me other areas had I asked, but I said no, we pretty much want to see a version of Spring 

Park."  - Donna, age 40, trailer 

Other transient families were in need of the same friendship and support networks that 

informant families needed.  Because of the reciprocal nature of social capital development and 

because of the relatively equal degree of need between two transient families, social capital can 

begin to develop fairly quickly with little initial investment.  Movers may start calling on people 

they just met for favors they would have once reserved only for family or the closest friends.  

Those other families may call in the favor, and rather quickly they can become interdependent.  
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These efforts are a form of work similar to work described by in studies of low-income mothers 

who garner resources for daily survival through their participation in reciprocal networks of 

support (e.g. Stack 1974, Edin and Lein 1997, Nelson 2002).  Gaining entree into networks and 

maintaining balance in the give and take of assistance involve deliberate and on-going work.     

For example, when Mary and Ethan were moving from temporary housing to their 

permanent residence, Mary was pregnant and had another small child.  She ended up calling on a 

new friend because she was not sure how she could be productive in the move with her toddler 

around.   

"There is one woman I am friendly with who moved here within a month of us.  And she 

told me she knew how hard it was, so if you need to bring her over here, that‘s fine.  So the day 

we moved, I did bring her over there for the day.  That‘s nice and I think if I had to, I could call 

other people.  It‘s hard because I‘m so used to having my family so it‘s not that easy for me to 

make close friends or to call people that I don‘t know that well and ask for things because I‘m so 

used to having a number of people who I know really well to call."  - Mary, age 31, trailer  

Megan noted that even in her Newcomers Club, an organization for people who are new 

to the area or are experiencing new transitions in their lives like having a first child, it was the 

new-to-the-area members who were most amenable to making close new friends.  

"I was new to the area, likely truly new to the area, so that was my main goal. Not necessarily 

getting playmates for my kids but for me to meet new people, and eventually my husband has met people 

through the group and I put a lot into it because I wanted to get that social out of it.  I think that people 

who maybe are from the area are looking for something different like maybe they just want a book club or 

bunco or something like that. So everybody‘s in it for different reasons…. Like a perfect example is 

Catherine….  She moved from a distance and didn‘t know anyone, and we‘ve really clicked."  - Megan, 

age 31, trailer 
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Relocaters, especially wives, share cultural knowledge about a stressful experience, 

namely moving, that allows them to share understandings.  Also, it makes the types of behaviors 

they engage in understandable and effective at penetrating a network.  Other movers speak the 

same language, so to speak.  Several of the relocated wives discussed having had the common 

experience of mourning their lost lives and lost identities.  Other relocaters may be more 

understanding or tolerant of a difficult initial transition to a new area or even a negative attitude 

toward the new residence from a fellow mover.  In fact, the chance to commiserate about lost ties 

may serve to strengthen the bond between the new acquaintances.     

Another activity pulled from the mover‘s ―tool kit‖, whether you live in a relocation 

enclave or not, is simply joining groups.  Past research has suggested deliberate frequent 

interactions with neighbors as a strategy (McAllister et al. 1973), but my research emphasizes the 

role of formal groups in addition to heightened efforts in informal venues.  Most female 

informants, especially trailing wives, joined multiple social or civic groups.  Some tried one club 

at a time, and others joined everything they heard about.  Cassie called to make plans for joining 

even before she arrived in her new community.   

"I made contacts before we even got up here.  I was in the mom‘s club international, I 

was in one in (the south), I got the contact for the one in (community) before we even moved up 

here. I think I was a little more prepared to move in and not wait for everyone to come to me and 

say 'hi welcome to neighborhood'.  I‘m the type of person if someone moved in next door the 

next day I would be over there with a plate of cookies saying 'hi welcome to the neighborhood' 

and I thought everyone would be like that and so far nobody has [in other places we've moved]. 

Except here, people have.  But in all our other moves, nobody ever did that.  I guess I assumed 
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when we moved up here, I‘m going to have to be the one going and saying 'hi, I‘m new here.  I 

want to be your friend."  - Cassie, age 30, trailer 

Mellisa joined playgroups, Kindermusik, her neighborhood Bunco group,  and a church 

right away.  Marion joined a newcomers group, the neighborhood homeowners association, a 

church, a book group and the school's parent-teacher group. The drive to join is associated with 

the need to connect and not necessarily to a woman‘s personality.  Stacy says,: 

―I have a personality where I'm not comfortable reaching out, but I do it.  I join 

newcomers. If you buy a home in a sub you can get into the home owners.  I like to do arts and 

crafts so I can try to get into that. It doesn't just happen".  - Stacy, age 48, trailer 

According to the study participants, communities can differ in the degree to which they 

have formal groups to join and the ease with which newcomers can find out about the groups.  

This may be particularly true for men looking to make connections during the traditional work 

day, as described by Evan earlier.  Glenn experienced greater success being in an area with a 

group just for stay-at-home fathers. 

Gerstel (2002) calls care-work outside the home the 'third-shift', and she demonstrates 

women's disproportionate burden for this labor.  She includes in this work  informal caregiving 

to friends and family and formal caregiving to neighbors and community through clubs and 

volunteer efforts.   As relocaters engage in reciprocal networks of support and join community 

organizations to develop social capital, adaptation work evolves to include third-shift work.     

Relocaters, mostly women, seeking social capital also follow the strategy of actively 

initiating informal interactions with others. They extend frequent invitations to adults and to 

potential friends for their children, and they sometimes ―formalize‖ the interactions into ―clubs‖ 

or ―groups‖ with regular meeting times to solidify their endurance. Christie was having trouble 
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connecting even though she had joined several existing groups, and she was now attempting to 

form a book club in her neighborhood by going door to door, introducing herself and inviting 

neighbors to join.   

If a family finds themselves in a town or neighborhood where everyone is fully 

established or has lived there all their lives, they find social capital can be very hard to develop 

and their ―cultural tool-kit‖ can be ineffective at opening doors to networks.  There may be few 

groups in which to participate that are open to outsiders, and community members who are not in 

need of additional resources for themselves are not forthcoming with resources for others.  

Relocaters‘ attempts to connect may be seen as aggressive, busy-bodyish, or pushy.  People are 

already well situated with friends, families and resources. Some would rather not know their 

neighbors‘ names as that implies some relationship or obligation they want to avoid. 

Wren did not feel that she had a lot in common with people who had lived in the 

community for a long time.  She had attempted to befriend one neighbor.  But when Wren spoke 

to the neighbor about the difficulties she was having with her high-school aged daughter's 

transition, the neighbor could not relate.  The neighbor lectured Wren about appropriate 

parenting and having a positive attitude.  Wren also asked a different neighbor about joining a 

book club the person mentioned, but was told the club was full.  Wren was admittedly unhappy, 

and she felt isolated,  unsupported and out-of-place.   

Putnam (2007) has discussed a phenomenon of ―hunkering down‖ in the face of 

newcomers and increasing diversity in a community, that is, a situation when a variable of 

difference (in this case, tenure in the community) leads to mistrust and deliberate avoidance 

between groups.  However, relocated wives in this study did not perceive the lack of easy 

connection with long-term residents to be the product of long-term residents‘ perceptions of 
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them as different.  Instead, they felt the long-term residents simply had no need or desire for new 

ties.   

Wuthnow (1998) talks about loose connections, saying people have networks but the 

networks have a different character today than networks in the past.  Both Putnam (2000) and 

Wuthnow (1998) talk about how people‘s lives are more dispersed than they used to be.  They 

work in one place, live in another and shop in yet another.  They have ties from different stages 

in their lives - some old friends from school, maybe some from college, one or two from 

different jobs they have held.  They are busy and volunteer on a temporary basis, now and again.  

The theory argues that the town or immediate neighborhood as a source of connection and 

support is waning.  The active, almost frantic, efforts many people make to establish friendships 

and networks belie Wuthnow's proposition that distant and widespread connections are adequate 

for meeting families daily needs.  

Summary 

This qualitative data supports past research findings that social connections are important 

resources for reproductive labor in U.S. society, and that social connections are positively related 

to happiness and a sense of well-being. Once in new communities, relocated wives, whether they 

are move centers or move trailers,  are usually responsible for building social connections and 

support networks. They become proactive members of those new communities and often bond 

together to provide one another with the social capital displaced families need.  Relationships 

with fellow relocaters, a form of bonding social capital where tenure in the community is the 

common characteristic, were found to be easier to achieve through a sense of solidarity and 

common need.   
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There was no indication that a high level of bonding social capital among relocaters 

caused friction, mistrust or ―hunkering down‖ on the part of others in the community or that it 

precluded the development of bridging social capital as well. Bridging social capital was, 

however, more difficult to establish. The common assumption that bridging and bonding social 

capital may be inversely correlated as part of a zero-sum game is neither supported nor refuted.  

Indirectly, the opposite would seem likely as informants who found close friendships with other 

movers were more inclined to become a connected part of the overall community.   

Taking a community-level view of the relationship between relocaters and social capital, 

theorists have contended that increased mobility is a cause of lower levels of community 

engagement and commitment.  The findings from this project contradict that proposition for this 

unique brand of mobility – the movement of families by employers.  Almost unanimously, at 

least one member of each informant family took proactive steps to integrate themselves and their 

families in the new residential area, thus providing a counterbalancing effect against the trend 

toward loose connections and disengagement.  They sought and created strong mutually 

dependent connections within their new communities, neighborhoods and local social 

organizations, and they participated and held leadership positions in many community and 

school projects as a means to integrating.   

The existence of ‗relocation enclaves‘, or pockets of high concentrations of relocated 

families, is an important finding that suggests workforce mobility can shape the look and 

character of communities around the nation. Families undergoing employee relocation in the 

United States do not necessarily, or even likely, choose to live in the city or town where the new 

job is situated.  When selecting between alternative towns and neighborhoods to settle within 

commuting distance of a new job, some relocaters have identified the existence of relocation 
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enclaves and have deliberately sought them out.  Ultimately, relocation enclaves serve to attract a 

particular segment of the mobile population - home-owning families that have moved for a job.  

This population has been shown to lift a community‘s level of ―civicness‖ and feed its 

organizations with new ideas and willing joiners. The findings described here directly refute 

Putnam‘s (2000) proposition that mobility undermines community.  Communities that are 

themselves havens for relocated families, or that contain subdivisions with these dynamics, may 

consistently maintain higher levels of volunteerism and participation in local organizations than 

more mature or established areas. Awareness of particular areas as relocation enclaves and the 

dynamics of such enclaves may be important for community planning and development and for 

families planning to move.   

It is important to note that for a meaningful proportion of the sample (1/3), their mobility 

facilitated increased participation in family networks.  This fact suggests that various forms of 

mobility can be positively related to increases in community and connectedness.  Further, even 

families whose mobility was related to family ties were consciously pursuing additional 

networks.    
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CHAPTER IX 

 

CONCLUSIONS AND NEXT STEPS 

 

 My hope in completing this project was to develop a theory of employee relocation 

grounded in the concept of adaptation work.  What I found is that adaptation work, or work taken 

on as a direct result of an employee relocation with the purpose of recreating the daily lives of a 

family, is very real, very protracted, and very multi-faceted. Further, I have determined that 

gender plays a prominent role in the definition and distribution of adaptation work such that 

employee relocation is a phenomenon rife with gender inequality and contributing to gender 

inequality.   

 Comparisons between Margolis's mid-1970's look at relocation, my own earlier research 

with relocated wives in the early 2000's, and this dissertation work show differences in the 

relocation process over time. At each point in history, the confluence of gender norms, economic 

structure and professional middle class ideology shape employee relocation and the adaptation 

work that accompanies it.  Extended family, community characteristics and level of employer 

benefits shape the process as well, although for most families these are secondary factors.   

 Understanding gender effects in adaptation work can be enhanced by looking at the social 

location of the population of interest.  Normative gender roles in the U.S. are rooted in white, 

middle class history and dualistic divisions between work and home, public and private (Kinser 

2010). Beginning in the 1990's feminism has paid attention to diversity among women and 

families recognizing the intersection of axes of oppression like gender, race, class, and sexual 

orientation to create unique social statuses.  White, middle class conceptions of family, gender 
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and parenthood have long oppressed families in other social locations that did not possess the 

ability or (or desire) to comply with normative family expectations (Kinser 2010).  At the same 

time that unachievable expectations oppressed lower and working class families and families of 

color, these families fought back against the expectations.  Coontz  (2011b) argues that many 

women of color rejected idealized notions of traditional gender roles as far back as the 1950's 

and 1960's.  She says " In the 1950s and 1960s, even black women who could afford to be 

fulltime homemakers tended to work outside the home and to resist becoming completely 

dependent upon a man. Black leaders, not white feminists, were the first to advocate that men 

and women should be equal co-providers in marriage." 

 The population under investigation in this research is middle-class and, due to long-

standing inequality in education and employment, predominantly white.  Further, the population 

fits into the traditional family model of two-parents with children.  This population, like other 

Americans, is subject to white, middle-class expectations of womanhood, manhood, motherhood 

and fatherhood.  But, unlike many other Americans, informants in the study are in the social 

location most likely to believe in the achievability and ideal character of the norms.  Data from 

the project show that middle-class parents believe they should be self-sufficient, even upwardly 

mobile, and offer their children opportunities to flourish and succeed.  But many have had their 

confidence dashed in their ability to achieve what they always took for granted that they could 

achieve.    

 The tenuous nature of middle-class professional employment in an era of globalization 

and deindustrialization places their economic stability at continued risk.  And the recent 

economic recession has exacerbated the instability. Informants in this research use their agency 

to respond to challenges and aspirations, yet they seek to align their realities with normative 
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expectations so that their identities as workers, family members, women, men, husbands, wives, 

mothers and fathers can remain intact.  The forms of adaptation work described by husbands and 

wives reinforce the continued existence and influence of traditional gender norms, even among 

families engaged in wife-centered moves. 

 Even before initiating the research, secondary data showed that employee relocation is 

structurally gendered. Due to persistent occupational segregation in the U.S. (a long-standing by-

product of gender ideology) women tend to hold jobs in service roles that are geographically 

ubiquitous and thus easier to replace if lost.  Also, women are less likely to hold jobs with 

extended occupational ladders that would lead to relocation offers (Shauman 2010).  Due to 

traditional gender ideology, men continue to be identified as household heads and to be 

perceived as most appropriate to hold the primary breadwinning role (Shauman 2010).  Where 

relocations are offered, women are nearly 25% less likely to accept the offer, most often due to 

consideration of family members needs (Collie 2006).  Women's disproportionate likelihood 

compared to men to prioritize family member's needs is yet another manifestation of traditional 

gender ideology. As the effects of gender ideology compound through both social structural and 

social psychological effects, employee relocation becomes highly skewed as a male 

phenomenon.  As discussed, industry data show that more than eighty percent of domestic 

relocations are  male-centered (Marshall & Greenwood 2002) .      

 But do gender effects end there?  Are there further implications of gender ideology within 

the relocation experience?  This research answers those questions with a resounding "Yes!".  

Davis and Greenstein (2009) provide a categorical schema of 6 concepts embedded in traditional 

gender ideology, and this research finds each concept present in the construction, distribution 

and execution of adaptation work.  By including families with wife-centered moves in the 
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sample, I ensured that the findings were truly products of gender and not just position as move-

trailer verses move-center. Gender effects do not end with the occupational structure that favors 

men.  They persist into adaptation work regardless of whether a move is undertaken for a wife's 

or a husband's job.  

 The 6 categories of beliefs that make-up traditional gender ideology and permeate all 

aspects of U.S. society are as follows (Davis and Greenstein 2009): 

 1. Primacy of men as breadwinners 

 2. Belief in gendered separate spheres 

 3. Paid work as detrimental to women's family relationship quality 

 4. Motherhood as the natural desire and purpose of the feminine self 

 5. Household labor as primarily the purview of women 

 6. Acceptance of male privilege 

 Gender implications uncovered in the study are not black and white findings of 

intentionally oppressive husbands and submissive wives.  Instead, gender belief systems and 

inequality seep into daily life as the way they shape our economy, our communities, our families, 

our expectations, and our very identities.  There were families in the sample that openly and 

deliberately subscribed to traditional family roles in productive and reproductive labor.  But 

many did not.  Informants believed that they chose their family roles, and those roles were not 

imposed upon them.  Families with less traditional configurations (mothers working either full or 

part time, fathers as primary care givers) reported their situations as existing under an umbrella 

of personal choice, and not as a  repudiation of tradition.   

 However, actions and presentations of self demonstrated a need to align actions with 

normative expectations of gender consistent with traditional gender ideology.  For example, men 
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(working or not) emphasized concern for family economics and women (working or not) 

emphasized concern for family happiness as they explained their move circumstances. These 

emphases show the continuing influence of Concepts 1 and 4 from the Davis/Greenstein schema.  

Men who were not working explained their circumstances as reproductive laborers as temporary 

(influence of Category 1 in Davis/Greenstein schema) or they adamantly emphasized the 

rationality behind taking on the role (influence of Category 2 in Davis/Greenstein schema).  

Women who worked part-time from home sometimes defined themselves as non-workers 

(influence of  Categories 3 and 4 in Davis/Greenstein schema).  Women who worked full-time 

emphasized the ways that their work did not detract from their children's lives (influence of 

Category 3 in Davis/Greenstein schema).     

 The most compelling findings were revealed in the ways that non-traditional activities 

continued to be affected by traditional ideology. Concept number four, or the ideology of 

motherhood, created the strongest effects as women imposed the responsibility for all family 

members' happiness on themselves.  Whether in a high prestige paid work position, a part-time 

job from home, or stay-at-home mother role, women's actions and identity displays emphasized 

family and care work in all adaptation tasks ranging from identity construction to cleaning out 

closets to joining clubs.     

 The taken-for-granted assumption that injecting nurturing and caring into defining and 

managing daily tasks is natural for women obscures that nurturing and caring are work.  

Feminists have fought hard to break down assumptions based on stereotypical dualisms of 

'natural' tendencies for men and women (Kinser 2010).  The stories offered in this research 

reinforce the fact that women work to be nurturing and caring rather than doing so effortlessly 

and naturally. In the case of adaptation work, approaching each adaptation task from a nurturing 
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and caring perspective requires women to balance the disparate needs of each different family 

member, always putting their own needs last.   

Whether they are move centers or move trailers, working or not working, the actions of mothers 

in this project display characteristics of the 'new momism' (Douglas and Michaels 2004).  The 

'new momsim' is a modified and souped-up version of Davis and Greenstein's (2009) concept 4 

in traditional gender ideology - that motherhood is the natural desire and purpose of the feminine 

self.  The 'new momism' pretends, however, to be a new choice and not an old imperative. 

Hays (1998) calls it "the ideology of intensive mothering" and Coontz calls it the 

―supermom mystique‖ (Clark-Flory 2011).  Looking at mothering historically Coontz says 

modern mothers spend more time with their children than moms did in the 1960s. Women today, 

she says, "feel driven to be constantly available to their kids, making every minute a 'teachable 

moment,' and they feel incredible guilt when they don‘t live up to ever-expanding standards for 

involved parenting."  The parenthood efforts described in the interview data reflect efforts at 

'concerted cultivation', a middle-class parenting strategy described by Lareau (2003) that 

exemplifies intensive parenting in action.     

 The cultural ideals of intensive mothering that have taken hold from the 1980's forward 

demand that women are liberated to make personal choices but still morally bound to meet all of 

their children's needs at all times (Douglas and Michaels 2004).  These ideals are unattainable 

under normal circumstances, but they create an indescribable work load for women undergoing a 

relocation and thus the need to recreate daily life. Women bear a compounded work load in 

relocation adaptation compared to men who do not act under the imperative of perfection and 

responsibility for everyone in the family.  Sandra (move-center) and Donna (move-trailer) 

provide ideal-type examples of the internalization of the 'new momism": 
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 "My mother instinct kicked in...It was me dictating how things would go.  The driving 

force was getting my boys settled.  My husband called me the Mommy Nazi because I was so 

focused and driven to get them settled."  - Sandra, age 40, center 

     "As the role of the mom, that was my role to keep everybody happy and keep the family 

together".  - Donna, age 40, trailer 

Research Question 1  

What forms of adaptation work are necessary and/or undertaken following an employee 

relocation?  Do definitions of ‘adaptation work’ differ across gender? 

 Adaptation work spans categories of productive and reproductive work.  Productive work 

includes family members taking on activities to find new employment after the move or carrying 

out activities that maximize financial benefit to the family from move-related employer 

subsidies.  Reproductive work makes up the majority of adaptation work, and it includes emotion 

work, kin work, household labor, child care, household management, and care work outside the 

home as a by-product of volunteerism and network building activities. Adaptation work also 

includes the important work of meaning making and identity formation.  

 Geographic relocation of a family to a location deemed to be outside of daily commute 

distance from the previous residence affects all major aspects of a family's life.  Through 

informant narratives, I have identified 4 macro categories of adaptation work that relate to the 

following four important realms of social life - identity construction (Framing the Move), 

construction of home (The mechanics of physical relocation), construction of work  (Defining or 

Re-defining the spouse's labor role), and construction of community (Building social 

connections and support networks).  To re-establish each realm, myriad micro-level tasks must 

be accomplished, many of which require on-going effort over a long period of time.           
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 Definitions of adaptation work differ across gender in three distinct areas that each 

reiterate the association of women with care work and the infiltration of the 'new momism' into 

this population's ideology.  1) Women are more likely than men to recognize the need for 

emotion work of renegotiating their own and their children's past relationships.  2) Women are 

more likely to recognize the need for development of new or replacement social capital as part of 

adaptation work.  3) Women are more likely to view each activity that comprises adaptation 

work from a holistic standpoint.  That is, they are more likely to consider the totality of effects of 

each action on different family members and then define and manage work accordingly.  

Ultimately this creates a difference in the work each spouse sees as necessary. 

  Figure 9.1 shows the categories of adaption work along a temporal continuum with 

external influences. 
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Figure 9.1 - Model of Adaptation Work 
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Research Question 2 

 How is ‘adaptation work’ distributed across family members and why? What is the role of 

gender in the distribution of ‘adaptation work’? Do perceptions of the distribution differ across 

gender?  

 Each individual relocater creates a 'Move Frame' or a framework for understanding what 

is happening or what has happened in their life with regard to the relocation.  Work in the other 3 

categories, the mechanics of physical relocation, defining or re-defining the spouse's labor role, 

and building social connections and support networks, is differently distributed by gender.  In 

mechanics work and social connections building women do the majority of work, and they do 

the work with more thoughtfulness and depth.  Men are less likely to recognize emotion work 

and less likely to incorporate a caring component into the processes they use to execute practical 

tasks.  Men often see mechanics work and social connections building as short term 

undertakings.  Relationship work (e.g. 'ending or modifying ties' which is part of mechanics 

work,  social connections building) is often perceived by men as optional or as 'help' for their 

wives, or it is not recognized at all.  Similarly, investing time in ensuring certain neighborhood 

characteristics are present in a new home and setting up the new residence frequently go 

unacknowledged by men or are considered support work done for wives.  Women, on the other 

hand, are more likely to perceive relationship work and establishment of a new home with 

appropriate organization and traits as very important.  Household labor in adaptation work is 

distributed like household labor in daily life - with women more likely to take on on-going and 

mundane tasks and men more likely to take on one-time, occasional and outdoor tasks. 

 Work on redefining the accompanying spouse's labor role looks different for trailing 

husband's verses trailing wives.  Women are more likely than men to transition from having paid 
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work to not having paid work or to undergo no transition as they retain the role of stay-at-home 

parent.  Men are more likely than women to transition to new full-time or part-time work, and 

they are more likely to have their new employment provided as part of their spouse's 

employment arrangement.     

Research Question 3 

What barriers or aids do relocated employees encounter in the performance of ‘adaptation 

work’?  

 Economy  

 The research revealed many ways that the external environment impacts the execution of 

adaptation work.  The most notable is the state of the economy and its effect on the housing 

markets, credit availability, the generosity of employer move assistance programs, and 

employment markets for accompanying spouses.  Depressed housing markets and limited credit 

availability both make home sales more difficult.  As home sales processes extend in time, 

adaptation work is protracted.  Families may become separated and stress is likely compounded.  

If homes cannot be sold, additional adaptation work becomes necessary if families opt to use 

temporary housing and thus move homes multiple times or if they opt to act as landlords.  

Mechanics of physical relocation is impacted and defining spouses' work role and getting settled 

can be delayed.  The timing of this research captured the significant expansion of stress and work 

that derives from an unfavorable climate for home sales. 

   From personal experience but not from this research, I can attest that different but real 

problems can also result when the economy includes a housing market that is favorable for 

sellers and not buyers.  Excessively high home prices and short market times can make it 

difficult for home buyers to afford and find the features they desire in a family home.  For 
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example, during one of my own first moves, homes were selling in 1 or 2 days.  We found 

ourselves in bidding wars over each house we pursued, and we finally purchased the fifth house 

we bid on, in large part because it had some flaws that made it less appealing to the general 

market.  We did extensive remodel work on it to make it meet our needs.          

 Economic conditions also effect the level of subsidies companies provide for relocaters.  

The recessionary conditions during the field period for this research resulted in firms scaling 

back on relocation benefits (TrendSpotting: Policy Changes in the Past Two Years 2008).  A 

significant change was in the percent of firms offering home buy-outs.  A home buy-out puts a 

cap on the time relocaters must spend attempting to sell a home, and it eliminates the uncertainty 

of whether a home will eventually sell.  OneSource, a relocation management and consulting 

services company in Atlanta Georgia, offered this advice to its clients regarding their relocation 

benefit policies in the current economy (OneSource 2011).  They suggest that corporations:    

 Have tiered policies to limit offering such benefits as home buy-outs to selected groups 

only (i.e. grade level; job type; hard to hire positions or locations; etc.) 

 Reduce and manage the number of exceptions that are granted. 

 Consider property management and renting vs. home sale and purchase. 

 Require aggressive home selling strategies. e.g. Mandate agent selection and list price; 

require a comprehensive marketing plan with periodic price reductions.  

 Provide pro-active, professional relocation counseling to ensure adherence to policy and 

budget restraints.  

These suggestions demonstrate corporations concern with cost cutting in a time period when 

relocation costs can spiral much like adaptation work can spiral if momentum is halted by the 

housing market. 
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 Economic conditions can also affect spouses' options for employment in destination 

communities.  A strong job market will usually expand the choices and decrease the time, effort 

and stress a spouse encounters while seeking new paid work.  A poor job market will usually 

result in the opposite effect. 

 Employer   

 The discussion of economy and its impact on employer benefits heralded the importance 

of employer assistance.  Employer assistance in the form of generous relocation benefits can 

significantly reduce the stress of relocation and minimize the work involved in the mechanics of 

relocation.  In this sample, three men had the work of redefining their work role facilitated by 

the employer through a spousal hire offer.   Financial assistance and facilitation of important 

tasks can alleviate burden and help relocated employees and their spouses feel respected and 

cared for in the short term.  Little is offered by companies to assist accompanying spouses and 

children with social and relational adaptation.  The exception is when work colleagues choose to 

extend cordiality outside of the workplace.  Work colleagues are important sources of social 

connection for the relocated spouse. However, the availability of satisfying social connection for 

the new employee is a function of office culture and the employees social preferences.  Given the 

importance that workplace socialization plays in the new employee's life, individuals should 

consider office culture as they respond to relocation offers.  

 Even without providing social connection, the financial and functional benefits of a 

strong relocation benefits package are important.  Employees' families lives cannot be replaced 

with money, but the availability of adequate funds assists in the process of acquiring that which a 

family needs to return to normalcy.  This would include the ability to make the physical move 

more quickly rather than extending the transition time and the ability to situate the family in a 
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community believed to exhibit the family's preferred culture and provisions.  Contracting out 

functional tasks of adaptation work reduces the workload and allows family members more time 

for relational tasks or resumption of normal activities.        

 Community 

 Community characteristics can present barriers or offer advantages in executing 

adaptation work.  Communities with many organizations and opportunities for participation and 

communities with relocation enclaves or a noticeable subpopulation of mobile families will 

expedite the getting settled process.  Easily accessible information on community parks and 

recreation programs, library programs, volunteer organizations and the like is advantageous. 

Conversely, a dearth of such programs and subpopulations can impede the timing and success of 

relocation adaptation work.   

 This research shows that stay-at-home father groups, networks or activities can be helpful 

to male primary caregivers.  The prevalence of traditional gender ideology and gender roles 

skews children and family activities toward the feminine.  Men are or feel excluded from 

participation and interaction through these means, which are reportedly critical for mothers in the 

fulltime caregiver role. Communities wishing to attract mobile populations and those with young 

families should proactively initiate, at the minimum, a well-advertised process that can connect 

stay-at-home fathers with others in their situation or with mixed gender or male-only groups.  

 Extended Family and Friends    

 The majority of informants received assistance in adaptation work from people outside 

the nuclear family.  Mechanics work was the most common site of assistance as tasks within this 

category lend themselves to delegation.   
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 Existing friends were most likely to assist with activities in the origin location, whereas 

extended family was commonly part of activities in both the origin and the destination locations.  

For example, informants commonly mentioned their own parents assisting with house hunting 

trips, unpacking, set-up of the new residence, or babysitting so the relocaters could more easily 

do the work upon arrival to the new community.  Friends were more likely to throw going away 

parties and offer babysitting in the origin community while work was done.    

 Assistance from extended family members was both appreciated and expected.  Several 

informants voiced frustration when extended family members did not contribute the level of 

assistance expected.  The presence of expectations of support reinforce the relevance of 

multigenerational bonds as discussed by Bengston (2001). It is notable that the majority of 

practical support came from maternal relatives, a finding consistent with existing literature 

showing that multigenerational bonds through the maternal channel tend to be stronger as a by-

product of women's higher level of kin-keeping work (e.g. Di Leonardo 1998,  Fingerman 2004,  

Hagestad 1986). The preeminence of bonds with maternal relatives was also buttressed by 

characteristics of prodigal moves, or relocations that incorporate a deliberate strategy to get 

nearer to extended family.   

Research Question 4 

 Does the research reveal any insights on how communities or employers may support relocated 

families in their efforts to re-settle and adapt to new daily lives?    

 The above information specifies several strategies that communities and employers can 

use to support relocated families.  Those points will be reiterated here. 

 Employers must continue to provide strong relocation benefits.  Benefit packages should 

be modified to be responsive to the challenges unique to the social and economic climate.    



190 

 

 Communities should ensure for the well-being of newcomers and all citizens that the 

built environment does not promote isolation. Common areas like parks, nature centers, 

libraries and walk-only town centers, when safe, offer opportunities for informal 

interaction, physical activity and connection.  All of these will be beneficial to relocaters 

who are experiencing a stressful life event and who are working at building social 

connections. Developing or maintaining such spaces should be priorities in city planning.  

Mounting evidence suggests that there are social, health, and economic consequences to 

isolated and sedentary lifestyles (Srinivasan et al. 2003). Unfortunately, the physical and 

social construct of many modern environments promotes isolation. Higher rates of 

television viewing, increased computer usage, concern about crime, and geographic 

isolation contribute to a lack of  interconnection (Ibid).  This isolation may result in a 

lack of social networks and diminished social capital which studies show can contribute 

to obesity, cardiovascular disease, mental health problems, and increased rates of 

mortality (e.g. Kawachi 1999, Fullilove 1998).  Relocaters beginning new lives may be 

subject to these health effects in the short or long term if they are not able to satisfactorily 

establish the levels of social connection they need to garner functional and emotional 

support resources.     

 Communities must continue to support, encourage and facilitate the presence of 

community groups and organizations that connect children and families. Information on 

existing activities should be readily available. For example, information could be 

included in a 'welcome packet' or as an attachment to the first utility bill.  Fostering 

connection through formal organizations will offer some of the same benefits as 

connection-inducing built environments as discussed above.   
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 Communities should actively identify ways to engage, include and connect male primary 

care givers so that men taking on the caregiver role are not isolated or apt to give up the 

role.  By excluding or alienating male caregivers from social interaction in such venues 

as play groups, newcomer groups and "moms groups", the ideology of separate spheres 

with women responsible for  reproductive work is perpetuated.  Ideally, caregiver 

interaction would be gender blind. Groups and activities should welcome men and 

women. A first step, however, would be the availability of  social groups for men or 

women.    

 A community culture should be fostered that welcomes newcomers and diverse families 

such as those with fathers in active parenting roles.  Community public relations, 

marketing, websites etc. should depict a culture that supports and normalizes men as 

participants in care giving and that expressly includes in its mission the importance of 

new and/or diverse people and ideas. 

Research Question 5 

What is the role of emotion in the relocation experience and the execution of adaptation work?    

 Emotion work is a consistent thread that runs through adaptation work.  The activities of 

1) the determination of what needs to be done and 2) how tasks will be carried out are themselves 

products of emotion work.  At the root of decisions about adaptation work are questions like:  

 "What will make my husband/children/self feel happy, excited, less stressed, supported, 

loved, still connected, less sad, etc?"   

 "How can I accomplish this in a ways that makes my husband/children/self feel happy, 

excited, less stressed, supported, loved, still connected, less sad, etc?" 
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 The answers to these emotion-based questions shape the actions of relocaters in ways that 

make the lines between instrumental forms of adaptation work and emotional forms of 

adaptation work blurry at best.   

 As discussed earlier, it is primarily women who consider the emotional needs of each 

family member and the emotional effects of different activities and different manifestations of 

activities on each family member's feelings.  Women, in their quest to live up to the societal 

belief that it is they who are ultimately responsible for holding the family together, are the 

leaders of adaptation work, a highly emotion-based process.  

Limitations and Next Steps  

 This research offers important new theoretical concepts regarding the experience of 

employee relocation in families during an historical period when women's labor force 

participation is normative and when the post-industrial economy is injecting a sense of economic 

insecurity into the professional middle class.  In addition, it shines a spot light on an irrefutable 

example of the true intersection of work and family life, hopefully helping to break down the 

mythical perception of separate spheres. 

 The study is limited by its small sample size, especially in the strata of wife-centered 

move families.  Future studies using a larger sample with representative samples in each move-

center strata and in different age and life-course category could build upon the work done here.  

The perceptions of children have not been included and could also offer more depth and 

understanding. 

 Next steps to advance this research would be to correct the limitations above and also to 

target specific types of relocating families such as minority families, same-sex parent families, or 

families moving internationally.  Studies with these groups would identify their unique 
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challenges and be comparative to the predominantly white sample in the current study.  Also, the 

model developed for adaptation work has the potential to be applied to adaptation to other types 

of moves (ie. military, following natural disaster, foreclosure, divorce-induced etc.).              
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Have you ever moved to a new community 

for your own or your partner‘s job? 
 

Share your experiences in an important research 

project on how families get settled in new 

communities after a work-induced move! 
 

I am a doctoral student in Sociology at Michigan State University doing a research project on the 

process of moving a family for a work-induced relocation.  There is so much work force mobility 

these days in this global economy, and it is important that we learn more about how this mobility 

affects families and how families adapt.  I would like to talk for a little while with both adult 

partners in families with children that have moved for a job in the past 4 years.  The casual 

interview would be designed to find out about the kinds of things you have had to do or are 

currently doing to get your family resettled.     

 

If you want to ask more questions about the project before you decide or if you would be willing 

to spend some time (maybe ½ an hour or an hour each) telling me about your experiences, please 

contact Beth Ann Whitaker at whitak39@msu.edu or at 517-339-5244.  We would meet at your 

convenience at a place of your choosing like your home or a local coffee shop.  (If you have any 

questions about the validity of my study you can contact my supervising professor, Dr. Steve 

Gold, at Michigan State at 517-355-6632 or at gold@msu.edu.) 

 

 In appreciation for your time I will provide each participating couple with a $25 gift certificate 

to Applebees.    

 

 

Contact Beth Ann Whitaker at 517-339-5244 or whitak39@msu.edu 
 

mailto:whitak39@msu.edu
mailto:gold@msu.edu
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INTERVIEW GUIDE 
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Interview Guide for both spouses in relocated family 

 

Background on Family: 

 Where raised 

 # Siblings 

 Any moves as a child 

 How met spouse 

 Length of marriage 

 # and ages of kids 

 education – both spouses 

 employment history – both spouse‘s 

 Number of corporate moves within marriage 

 

Circumstances surrounding all corporate moves –  

 Move 1 – for which spouse? 

  From _________________  To: ________________ 

  Length of time there: ____________________ 

  Pursued, offered? New or existing co 

  For advancement only, reorg?,  future reorg, establish    

   indispensability, other:____________ 

  In hindsight:  Were you glad you made this move? 

   Why/Why not? ______________________ 

 

 Move 2 – for which spouse? 

  From: ___________________  To: _______________ 

  Length of Time there: _________________________ 

  Pursued, offered? New or existing co 

  For advancement only, reorg?,  future reorg, establish    

   indispensability other:____________ 

  In hindsight:  Were you glad you made this move? 

   Why/Why not? ______________________ 
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 Move 3 – for which spouse? 

  From: ____________________ To: _______________ 

  Length of time there:_________________________ 

  Pursued, offered? New or existing co 

  For advancement only, reorg?,  future reorg, establish    

   indispensability other:____________ 

  In hindsight:  Were you glad you made this move? 

   Why/Why not? ______________________ 

  

Works/Tasks required immediately following decision to move 

 At the point that you realized or decided that you were actually moving,  

 what did you need to do to begin the process? 

 To plan move – what activities, who did them (why), most challenging 

Probes - trips, research, soul-searching, engaging realtor, prepare spouse‘s 

resume, network for new spouse job, transportation of goods, packing, financing for 

home purchase, utilities shut off and turn on   

To exit origin community –  what activities, who did them (why), most 

challenging?  

Probes: Sell/sublet home, prepare home for sale, announce move to friends and 

family, resign from spouse job, plan/attend farewell events, school records, medical 

records  

 

Strategies/Tasks for establishing in new community –  

1. What things did you need to do immediately to get situated in your new home?    

 

 2. What were the first things you needed to do to get started in new   

 community?  How did you go about these things? 

Probes: drivers licenses, doctors/dentists, enroll in schools/child care, find way 

around, libraries, churches  
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 3. Thinking less short-term, what were your goals for your life in your   

 new community, that is what things did you need to do in order to feel   

 settled or satisfied after the move?      

  Probes: Finding a new job? 

  Making friends for self/other family members 

  Decorating/remodeling home 

  Working on hobby/special interests 

 4. What about other members of the family?  What goals do you think   

 they had?  What role did you play in helping them meet these goals? 

   

 5. What role did the greater community play in helping you reach the point  

 of being settled?  How about the neighborhood?  Did you join any    

 organizations or get involved in any groups?  Why/Why not?     

  

6. What was the role of the employer?  What kinds of formal assistance  did 

they offer to facilitate the family‘s transition?  What kinds of informal  support?  (ie. 

dinner invitations, afternoons off to unpack, etc.) 

  

 7. Are there other families in your neighborhood or community that have   

 moved?  Has that had an impact on your transition?  

 

 8. What were the biggest barriers to settling in the new community, to   

 feeling happy  there?   

 9. What was the worst part of the move? 

 10. What was the best part of the move? 

 11. What was the most helpful thing (strategy/ person/activity) for helping  

 you reach the point of feeling settled and happy in the new destination? 

 

 12. Would you be open to another long distance move in the future? 

 Why/Why not? 
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Research Project:  Family Adaptation to Employee Relocation 

 

Consent Form 

 

 

Thank you for volunteering to help with my research project. My name is Elizabeth 

Whitaker and I am a graduate student in sociology at Michigan State University. I am collecting 

interview data to look at the process of getting settled in a new community after a corporate 

relocation for families.  I want to talk with you about the circumstances surrounding your offer 

for relocation(s), how you and your spouse arrived at the decision to proceed with the relocation, 

and what steps you took to select a new community then get acclimated to that community.   

All information gathered will be kept confidential. Your name will not be associated with 

your responses in either my notes and or in the final paper.  I will assign a number to each 

interview and take out all names and identifying information.  Your privacy will be protected to 

the maximum extent allowable by law.  

The interview is intended to gather information and should not make you feel 

uncomfortable or harm you in any way. If you feel uncomfortable, you have every right to stop 

the interview and ask that your data not be used in the project. Interviews should take between 

half and hour to one hour.  I will be speaking to both you and your partner and I will not disclose 

any of the information you provide to your partner.   

After I have completed interviews with both you and your partner, I will provide your 

family with a $25 gift certificate to Applebees as a ―Thank You‖ for your participation.  I will 

mail the gift certificate to your home address within two days of the final interview.  

 

 If you have any questions or concerns please contact either myself at 517-339-5244 or 

email me at whitak39@msu.edu, or contact my supervising professor, Dr. Steve Gold, at 517-

353-6352, email gold@msu.edu . If you have questions or concerns regarding your rights as a 

participant in this study, or are dissatisfied at any time with any aspect of this study, you may 

contact – anonymously, if you wish – director of MSU's Human Research Protection Program, 

Dr. Peter Vasilenko at 517-355-2180 ext. 239 or send an email to irb@msu.edu.or mail: 202 

Olds Hall, East Lansing, MI 48824 

  

By signing this statement you are agreeing to participate in this interview and 

acknowledge that your participation is completely voluntary.  

 

 

_________________________________________ 

(print name) 

 

 

 

__________________________________________                      ________________ 

(signature)                    (date) 

 

mailto:irb@msu.edu
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Family Adaptation to Employee Relocation 

Page 2 – Consent Form 

 

With your permission I will be using a tape recorder during the interview. However, if at 

any point in the interview you feel uncomfortable being recorded you may ask that recording 

stop and I can continue the interview without a recording device, or you may stop the interview 

entirely.    

 

If you decline the tape recording now or during the interview but you are still willing to 

continue with the interview, the interviewer will take written notes that will exclude your 

identifying information (name, family member names, company and town names, etc.). 

 

 By signing on the line below, you are agreeing to the use of a tape recorder during the 

interview.  Bear in mind, that you can withdraw this permission at any time during the interview 

by telling me that you would like the recording stopped. 

 

  

 

 

 

 

_________________________________________ 

(print name) 

 

 

 

__________________________________________                      ________________ 

(signature)                    (date) 

 

 

 



204 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

REFERENCES



205 

 

REFERENCES 

 

Adams, Kristen. 2009. "Homeownership: American Dream or Illusion of Empowerment?".  

South Carolina Law Review. 60: 3.  
 

Baca Zinn, Maxine. October 15, 2003. Structural Inequalities in Families. Seminar, Michigan 

State University. 

 

Baca Zinn, Maxine. 2000. ―Feminism and Family for a New Century‖. The Annals of the 

American Academy . 571:42-56. 

 

Banaji, M.R., C. Hardin & A.J. Rothman. 1993. "Implicit Stereotyping in Person Judgment". 

Journal of Personality and Social Psychology. 65, 272-281.  

 

Becker, Gary. 1981. A Treatise on the Family. Cambridge, MA. Harvard University Press.   

 

Bengston, Vern L. 2001. "The Burgess Award Lecture: Beyond the Nuclear family: The 

Increasing Importance of Multigenerational Bonds". Journal of Marriage and Family. 63:1: 1-16. 

 

Berkman, L and T. Glass. 2000. ―Social Integration, Social Networks, Social Support and 

Health‖.  pp.137-173 in Social Epidemiology edited by  L. Berkman and I. Kawachi. Oxford 

University Press. 

 

Berg, B.L. 2001. Qualitative Research Methods for the Social Sciences. Boston: Allyn and 

Bacon. 

 

Bianchi S.M., M.A. Milkie, L.C. Sayer , & J.P. Robinson. 2000. "Is anyone doing the 

housework: trends in the gender division of household labor". Social Forces 79:191–228 

 

Bielby, William T. and Denise D. Bielby. 1992. ―I Will Follow Him: Family Ties, Gender-Role 

Beliefs and Reluctance to Relocate for a Better Job‖. American Journal of Sociology.  

97(5):1241-1267. 

 

Blair-Loy, Mary. 2004. "Work Devotion and Work Time". pp. 282-316 in Fighting for Time: 

Shifting Boundaries of Work and Social Life edited by Cynthia Fuchs Epstein and Arne L. 

Kalleberg. Ney York: Russell Sage Foundation. 

 

Blumer, Herbert. 1969. Symbolic Interaction.  Englewood Cliffs, NJ: Prentice Hall. 

 

Bonvalet, Catherine and Zoé Andreyev. 2003. "The Local Family Circle". Population.  58:1: 9-

42. 

 

Bourdieu, Pierre. 1980. ―Le Capital Social: Notes Provisoires‖. Actes de la Recherche in 

Sciences Sociale.  31: 2-3 

 

http://www.jstor.org.proxy1.cl.msu.edu/action/showPublication?journalCode=popuengledit2002


206 

 

Brett, Jeanne and Anne H. Reilly. 1988. ―On the Road Again: Predicting the Job Transfer 

Decision‖. Journal of Applied Psychology. 73:614-620. 

 

Brett, Jeanne, Linda K. Stroh, and Anne H. Reilly. 1993. ―Pulling up Roots in the 1990‘s: Who‘s 

Willing to Relocate‖. Journal of Organizational Behavior. 14:49-60. 

 

Brush, Lisa D. 1999. ―Gender, Work, Who Cares: Production, Reproduction, Deindustrialization, 

and Business as Usual‖. pp.161-189 in Revisioning Gender edited by Myra Marx Ferree, Judith 

Lorber and Beth B. Hess. New York: Sage.  

 

Bucx, Freek,  Frits van Wel, Trudie Knijn & Louk Hagendoorn. 2008. "Intergenerational Contact 

and the Life Course Status of Young Adult Children". Journal of Marriage and Family. 70:1:144-

156.  

 
Butler, E.W.,  Ronald J. McAllister and Edward J. Kaiser. 1973. "The Effects of Voluntary and 

Involuntary Residential Mobility on Females and Males". Journal of Marriage and Family.  35: 

2: 219-227  

 
Cancian, Francesca. 1992. ―Feminist Science: Methodologies that Challenge Inequality‖. Gender 

and Society. 6:4:623-642. 

 

Casey, Judi. November/December 2010.  "Dual Earner Couples: An Interview with Joy Pixley". 

Sloan Work and family Network News. 12: 11-12. 

Chaulk, Barbara, Phyllis J. Johnson and Richard Bulcroft. 2003. "Effects of Marriage and 

Children on Financial Risk Tolerance: A Synthesis of Family Development and Prospect 

Theory". Journal of Family and Economic Issues. 24:3: 257-279. 

Clark-Flory, Tracy. January 12, 2011. "Why feminism was good for marriage". Salon Magazine. 

Coleman, James Samuel. 1993. ―The Rational Construction of Society‖. American Sociological 

Review. 58: 1-15. 

 
Collie, H. Chris. April 13, 2006. Industry Review. Presented at the Minnesota Employee 

Relocation Council Annual Conference.   

 

Collins, Randall, Janet Saltzman Chafetz, Rae Lesser Blumberg, Scott Coltrane, 

and Jonathan H. Turner. 1993. "Toward an Integrated Theory of Gender Stratification". 

Sociological Perspectives.  36: 3: 185-216. 

 

Coltrane, Scott. 2000. ―Research on Household Labor: Modeling and Measuring the Social 

Embeddedness of Routine Family Work‖. Journal of Marriage and the Family. 62: 1208-1223. 

 
Coontz, Stephanie. 2011a. A Strange Stirring: The Feminine Mystique and American Women at 

the Dawn of the 1960s. New York: Basic Books. 

http://www.jstor.org.proxy1.cl.msu.edu/action/showPublication?journalCode=jmarriagefamily
http://www.springerlink.com/content/?Author=Phyllis+J.+Johnson
http://www.springerlink.com/content/?Author=Richard+Bulcroft


207 

 

Coontz, Stephanie.  2011b. Q&A with Stephanie Coontz, author of A Strange Stirring: The 

Feminine Mystique and American Women at the Dawn of the 1960s. accessed April 18, 2011 at 

http://www.stephaniecoontz.com/books/astrangestirring/index.htm. 

 
Cooke, Thomas J.  2003. ―Family migration and the relative earnings of husbands and wives‖. 

Annals of the Association of American Geographers. 93: 338–349. 

 

Cooper, G. 2001. "Conceptualising Social Life". pp 1-13 in Researching Social Life edited by 

Nigel Gilbert London: SAGE Publications.  

Danziger, Sheldon, Kristin Seefeldt, Burgard, Sandra Danziger, Helen Levy and Robert Schoeni. 

"The Effects of the Recession and the American Recovery and Reinvestment Act of 2009 on 

Workers and Families: A Panel Study in Southeast Michigan, 2009-2011". National Policy 

Center, University of Michigan Gerald Ford School of Public Policy. Accessed May 2011 at 

www.npc.umich.edu/research/recessionsurvey/index.php. 

 

Davis, Shannon N. and Theodore N. Greenstein. 2009. "Gender Ideology: Components, 

Predictors, and Consequences. American Sociological Review. 35: 87-105. 

 

DeVault, Marjorie L. 1999. ―Comfort and Struggle: Emotion Work in Family Life‖. The Annals, 

AAPSS. 561: 52-63. 

 

Di Leonardo, Micaela. 1998. ―The Female World of Cards and Holidays: Women, Families, and 

the Work of Kinship‖. pp. 419-430 in Families in the U.S.: Kinship and Domestic Politics edited 

by Karen Hansen and Anita Garey. Philadelphia: Temple University Press.    

 

Douglas, Susan J. and Meridith W. Michaels. 2004. The Mommy Myth: The Idealization of 

Motherhood and How it has Undermined Women. New York: Free Press.  

 

Duncombe, Jean and Dennis Mardsen. 1993. "Love and Intimacy: The Gender Division of 

Emotion and `Emotion Work': A Neglected Aspect Of Sociological Discussion Of Heterosexual 

Relationships".  Sociology.  27:2:  221-241,  

 

Eby, Lillian T. and Joyce E. A. Russell. 2000. ―Predictors of Employee Willingness to Relocate 

for the Firm‖. Journal of Vocational Behavior.  57: 42-61. 

 

Eby, Lilian T., Shane S. Douthitt, Towers Perrin, Carrie L. Noble, Atchley, Kate P. and Robert 

T. Ladd. 2002. "Managerial Support for Dual-Career Relocation Dilemmas". Journal of 

Vocational Behavior. 60: 354-373.  

 

Eby, Lilian T. and Jacquelyn S. DeMatteo. 2000. "When the Type of Move Matters: Employee 

Outcomes under Various Relocation Situations". Journal of Organizational Behavior. 21: 677-

687. 

 

Edin, Kathryn and Laura Lein. 1997. Making Ends Meet. New York: Russel Sage Foundation. 

 



208 

 

Employee Relocation Council Website, www.erc.org 

 

Engle, Shaena. 2007. New Study Examines Trends of First-Generation College Students. 

Accessed 3/9/2011 at www.universityofcalifornia.edu/news/article/9229 

 

Erickson, Rebecca J. 2005. "Why Emotion Work Matters: Sex, Gender and the Division of 

Household Labor". Journal of Marriage and Family. 67: 337-351. 

 

Epstein, Cynthia Fuchs. 2004. "Border Crossing: Constraints of Time Norms in Transgressions 

of Gender and Professional Roles". pp. 317-340 in Fighting for Time: Shifting Boundaries of 

Work and Social Life edited by Cynthia Fuchs Epstein and Arne L. Kalleberg. Ney York: 

Russell Sage Foundation. 

 

Farber, H. S. 2007. Is the Company Man an Anachronism? Trends in Long Term 

Employment in the U.S., 1973–2006. Princeton University. Working Paper No. 518. 

 

Feree, Myra Marx. 1990. ―Beyond Separate Spheres: Feminism and Family Research". Journal 

of Marriage and the Family. 52: 866-884  

 

Feree, Myra Marx. 1991. ―The Gender Division of Labor in Two-Earner Marriages: Dimensions 

of Variability and Change‖. Journal of Family Issues. 52: 158-180.  

 

Ferreira, Fernando, Joseph, Gyourko and Joseph Tracy. 2010. "Housing busts and household 

mobility". Journal of Urban Economics. 68: 34-45.  

 

Fielding, Nigel and Hilary Thomas. 2001. ―Qualitative Interviewing‖. pp.123-144 in 

Researching Social Life edited by Nigel Gilbert. New York: Sage.  

 

Fingerman, K. L. 2004. "The role of offspring and in-laws in grandparents' ties to their 

grandchildren". Journal of Family Issues. 25: 1026 - 1049. 

 

Frame, Marsha Wiggins and Constance L. Shehan. 1994. "Work and Well-Being in the Two-

Person Career: Relocation Stress and Coping among Clergy Husbands and Wives". Family 

Relations. 43: 196-205.  

 

Fullilove M.T. 1998. "Promoting social cohesion to improve health". Journal of American 

Medical Woman‘s Association. 53:72–76. 

 

Garey, Anita Ilta. 1999. Weaving Work and Motherhood. Philadelphia: Temple University Press. 

 

Gerson, Kathleen. 1993. No Man's Land: Men's Changing Commitments To Family And Work. 

New York. Basic Books.  

 

Gerstel, Naomi. 2002. ―The Third Shift: Gender and Care Work‖.  pp.251-265 in Families at 

Work: Expanding the Boundaries edited by N. Gerstel, D. Clawson a R. Zussman. Nashville: 

Vanderbilt University Press.  

http://www.erc.org/


209 

 

Gerstel, Naomi, Dan Clawson and Robert Zussman. 2002. ―Family Labor and the Construction 

of Gender‖.  pp.vii-4 in Families at Work: Expanding the Boundaries edited by Naomi Gerstel, 

Dan Clawson and Robert Zussman. Nashville: Vanderbilt University Press.  

 

Gerstel, Naomi, and Sally K. Gallagher. 1993. ―Kinkeeping and Distress: Gender, Recipients of 

Care and Work-Family-Conflict‖. Journal of Marriage and the Family. 55:598-607. 

 

Glick P. and S.T. Fiske. 1999. "Gender, Power Dynamics, and Social Interaction". In Feree, 

M.M., J. Lorber and B.B. Hess (Eds.) Revisioning Gender. 365-398.Thousand Oaks: Sage 

Publications. 

 

Glover, S., J. Burns, H. Butler & G. Patton. 1998. ―Social Environs and the Emotional Well-

Being of Young People‖. Family Matters. 49.   

 

Gillis, Stacy, Gillian Howie, & Rebecca Munford. 2004. Third Wave Feminism:  

A Critical Exploration. New York: Palgrave Macmillan. 

 

Gold, Steven J. 1995. From the Workers‘ State to the Golden State: Jews from the Former Soviet 

Union in California. Boston: Allyn and Bacon. 
 

Gold, Steven J. 2002. Israeli Diaspora. University of Washington. 

 

Goldin, Claudia Dale and Lawrence F. Katz.  2007. "Long-Run Changes in the Wage Structure: 

Narrowing, Widening, Polarizing". Brookings Papers on Economic Activity. 2: 135-165.  

 

Greenhaus, J., & R. Singh. 2003. "Work-family linkages". In Work-Family Encyclopedia edited 

by M. Pitt-Catsouphes, E.E. Kossek, and P. Raskin. Chestnut Hill, MA: Sloan Work and Family 

Research Network.  

 

Greenhouse, Steven. 2009. The Big Squeeze: Tough Times for the American Worker. New 

York: Anchor Books.  

 

Greenstein, Theodore N. 2000. ―Economic Dependence, Gender, and the Divisions of Labor in 

the Home: A Replication and Extension‖. Journal of Marriage and the Family. 62: 322-335.  

 

Hagestad, G. O. 1986. "The Family: Women and grandparents as kin-keepers". pp. 141-160 in 

Our Aging Society. Paradox and promise edited by A. Pifer & L. Bronte. New York: Norton. 

 

Hansen, Karen H. 2005.  Not-So-Nuclear Families: Class, Gender and Networks of Care. New 

Brunswick: Rutgers University Press. 

 

Hartmann, Heidi. 1990. "Capitalism, Patriarchy, and Job Segregation". pp. 146-181 in Women, 

Class and the Feminist Imagination. edited by Karen V. Hansen and Ilene J. Philipson. 

Philadelphia: Temple University Press.  

 

Hays, Sharon. 1998. The Cultural Contradictions of Motherhood. New Haven: Yale University 

Press. 



210 

 

Helliwell, J.F and Putnam, R.D. 2004. ―The Social Context of Well-Being‖. Philosophical 

Transactions: Biological Sciences. 359: 1435-1446. 

 

Hiller, Harry H. and Kendall S. McCraig. 2007. "Reassessing the role of partnered women in 

migration decision-making and migration outcomes". Journal of Social and Personal 

Relationships.  24: 457-472 

 

Hochschild, Arlie Russell. 1979. "Emotion Work, Feeling Rules and Social Structure.‖ American 

Journal of Sociology. 85:3: 551-575. 

 

Hochschild, Arlie Russell. 1989. The Second Shift: Working Parents and the Revolution at 

Home. New York: Viking Press. 

 

Hochschild Arlie Russell. 2003. The Managed heart: Commercialization of Human Feeling 

(Twentieth anniversary edition). Berkley: University of California press. 

 

Hodson, Randy and Teresa Sullivan. 2002. The Social Organization of Work. Belmont, 

California: Wadsworth/Thomas Learning.   

 

Hondagneu-Sotelo, Pierrette. 1992. "Overcoming Patriarchal Constraints: The Reconstruction of 

Gender Relations Among Mexican Immigrant Women and Men". Gender and Society. 6: 393-

415. 

 

House, J.S., K.R. Landis and D. Umberson. 1988, July.  ―Social Relationships and Health‖.  

Science  241(4865): 540 – 545. 

 

Hummon, D. 1986. "Place Identity: Localities of the Self". pp.34-37 of Purposes in built form 

and culture research edited by J.W. Carswell and D. Saile. University of Kansas Press.  

 

Ingoldsby, B., S. Smith and J.E. Miller. 2004. Exploring Family Theories, Los Angeles: Roxbury 

Publishing Company. 

 

Jacobs, Jerry A. and Kathleen Gerson. 2004. The Time Divide: Work, Family and Gender 

Inequality. Cambridge: Harvard University Press. 

 

Jacobsen, Joyce P. and Laurence M. Levin. 2000. ―The effects of internal migration on the 

relative economic status of women and men‖. Journal of Socio-Economics, 29: 291–304. 

 

Jasper, James M.  2000. Restless Nation. Chicago: University of Chicago Press. 

 

Kanter, Rosabeth. Moss. 1977. Wok and family in the United States: A critical review and 

agenda fo research and policy. New York, NY: Russell Sage Foundation.  

 

Kanter, Rosabeth Moss. 1993. Men and Women of the Corporation. New York: Basic Books. 

 



211 

 

Kawachi,  I. 1999. "Social capital and community effects on population and individual health". 

Annals of the New York Academy of Science. 896:120–130. 

 

Kilborn, Peter T. 2005, June 1. ―The Five-Bedroom, Six-Figure Rootless Life‖. New York 

Times. 

 

Kilborn, Peter T. 2009. Next Stop, Reloville: Life Inside America's New Rootless Professional 

Class. New York: Time Books.  

 

Kimmel, Michael and Abby L. Ferber. 2006. ―White Men are this Nation: Right-Wing Militias 

and the Restoration of Rural American Masculinity.‖ pp. 122–37 in Country Boys: Masculinity 

and Rural Life, edited by Hugh Campbell, Michael Mayerfeld Bell, and Margaret Finney. 

University Park: The Pennsylvania State University Press. 

 

Kinser, Amber. 2010. Motherhood and Feminism. Berkeley California: Seal Press. 

Kiviat, Barbara. September 19, 2009. "Accidental Landlords: Renting What Won't Sell". Time 

Magazine.  

Knapp, P., Hewison, J. 1998, August. ―The Protective Effects of Social Support Against Mood 

Disorder After Stroke‖.  Psychology, Health & Medicine.  3: 3: 275 – 283.  
 

Kossek, E.E. 2006. "Workplace policies and practices to support work and families: Gaps in 

implementation and linkages to individual and organizational effectiveness". pp. 97-116  in 

Work, family, health and well-being edited by S. Bianchi, L. Casper, & R. King. Mahwah, NJ: 

Lawrence Erlbaum Associates.  

 

Kroska, Amy. 1997. "The Division of Labor in the Home: A Review and Reconceptualization". 

Social Psychology Quarterly. 60:4: 304-322. 

 

Kroska, Amy. 2003. "Investigating Gender Differences in the Meaning of Household Chores and 

Childcare". Journal of Marriage and Family. 65: 456-473. 

Lachnit, Carrol. 2002. " Relocation changes to fit changing times: economic, social, and 

technological shifts are affecting how HR handles relocations".  Workforce.  

http://findarticles.com/p/articles/mi_m0FXS/is_5_81/ai_86705178/. Accessed February 17, 

2011.  

Lambert, S. J. 1990. "Processes linking work and family: A critical review and research agenda". 

Human Relations. 43:3: 239-257. 

Lamech, Miriam. September 2007. ―2007 Transfer Volume and Cost Survey‖. MOBILITY 

Magazine. Washington DC: Employee Relocation Council.  

 

Lamech, Miriam. September 2010. ―2010 Transfer Volume and Cost Survey‖. MOBILITY 

Magazine. Washington DC: Employee Relocation Council.  

 

http://www.informaworld.com/smpp/title~content=t713441652~db=all
http://www.informaworld.com/smpp/title~content=t713441652~db=all~tab=issueslist~branches=3#v3
http://www.informaworld.com/smpp/title~content=g783434193~db=all


212 

 

Langer, E. 1978. "Rethinking the Role of Thought in Social Interaction". In Harvey, J.H., W.J. 

Ickes and R.F. Kidd (Eds.) New Directions in Attribution Research. Hillsdale, NJ: Erlbaum.  

 

Lareau, Annette. 2003. Unequal Childhoods: Class, Race and Family Life. Berkely, CA: 

University of California Press.  

 

Lee, Yun-Suk and Linda J. Waite. 2005. "Husbands' and Wives' Time Spent on Housework: A 

Comparison of Measures". Journal of Marriage and Family. 67: 328-336. 

 

Lichter, Daniel T. 1982. ―The Migration of Dual-worker Families: Does the Wife‘s Job Matter‖. 

Social Science Quarterly. 63: 40-57. 

 

Lichter, Daniel T. 1983. ―Socioeconomic Returns to Migration among Married Women‖. Social 

Forces. 62: 487-503. 

 

Light, Ivan and Steven J. Gold. 2000. Ethnic Economies. San Diego: Academic Press.  

 

Long, Larry. 1988. Migration and Residential Mobility in the United States. New York: Russell 

Sage Foundation. 

 

Long, Larry. 1992. ―Changing residence: Comparative perspectives on its relationship to age, 

sex, and marital status‖. Population Studies, 46: 141–158 

 

Lorber, Judith. 2005. Gender Inequality: Feminist Theories and Politics. USA: Oxford 

University Press. 

 

Lundberg, Shelly and Robert Pollak. 1996. "Bargaining and Distribution in Marriage". Journal of 

Economic Perspectives. 10:4: 139-158. 

 

Maitland, Maureen F. and David M. Blitzer. January 2011. S&P/Case Schiller Home Price 

Indices: 2010, A Year in Review. New York: S&P Indices. 

 

Margolis, Diane Rothbard. 1979. The Managers: Corporate Life in America. William Morrow 

and Company. New York. 

 

Marshall, Edward L. and Peggy Greenwood. April 2002. ―Setting Corporate Policy to Meet the 

Changing Definition of Family‖.  MOBILITY Magazine. Washington DC: Employee Relocation 

Council.  

 

McAllister, R.J., E.W. Butler and E.J. Kaiser. 1973. ―The Adaptation of Women to Residential 

Mobility‖. Journal of Marriage and the Family. 35: 2: 197-204. 

 

McDowell, Linda. 1999. Gender, Identity and Place: Understanding Feminist Geographies. 

University of Minnesota Press. Minneapolis. 

 

McDowell, Linda. 2002. ―Unsettling Naturalisms‖. Signs, 27:3: 815-822 



213 

 

Milligan, Melinda J. 1998. "Interactional Past and Potential: The Social Construction of Place 

Attachment". Symbolic Interaction. 21:1: 1-33. 

 

Milligan, Melinda J. 2003. "Displacement and Identity Discontinuity: The Role of Nostalgia in 

establishing New identity Categories".  Symbolic Interaction. 26:3: 381-403. 

 

Mills, C. Wright. 1959. The Sociological Imagination. Oxford: Oxford University Press. 

 

Mincer, Jacob. 1978. ―Family Migration Decisions‖. Journal of Political Economy. 86: 749-773. 

 

Monserud, Maria A. 2008. "Intergenerational Relationships and Affectual Solidarity between 

Grandparents and Young Adults".  Journal of Marriage and Family.  70:1: 182-195. 

 

Morrison, Donna Ruane and Daniel T. Lichter. 1988. "Family Migration and Female 

Employment: The Problem of Underemployment among Migrant Married Women". Journal of 

Marriage and Family. 50: 1: 161-172. 

 

Nakano Glenn, Evelyn. 1993. "Social Constructions of Mothering a Thematic Overview". pp. 1-

32 in Mothering: Ideology, Experience and Agency edited by Evelyn Nakano Glenn, Grace 

Chang and Linda Rennie Forcey.  New York: Routledge. 

 

Nelson, Margaret K. 2002. "Single Mothers and Social Support". pp.225-250 in Families at 

Work: Expanding the Boundaries edited by N. Gerstel, D. Clawson a R. Zussman. Nashville: 

Vanderbilt University Press.  

 

Nivalainen, Satu. 2004. ―Determinants of family migration: Short moves vs. long moves‖. 

Journal of Population Economics, 17: 157–175. 

 

OneSource. 2011. Maximizing Your Relocation Program to Ensure It Weathers Any 

Economic Climate. accessed April 15, 2011 at 

www.onesourcerelocation.com/docs/Maximizing+Your+Relocation+Program.pdf 

 

Orrange, Robert M., Francille M. Firebaugh and Ramona K.Z. Heck. 2003. 'Managing 

Households". pp. 153-167 in It's about Time: Couples and Careers edited by Phyllis Moen. 

Ithaca:Cornell University Press. 

 

Osmond, Marie Withers and Barrie Thorne. 1993. ―Feminist Theories: The Social Construction 

of Gender in Families and Society‖. pp.591-622 in Sourcebook of Family Theories and Methods: 

A Contextual Approach edited by Pauline G. Boss, William J. Doherty, Ralph LaRossa, Walter 

R. Schumm, and Suzanne K. Steinmetz. New York: Plenum Press. 

 

Pittman, Joe F. and David Blanchard. 1996. "The Effects of Work History and Timing of 

Marriage on the Division of Household Labor: A Life-Course Perspective". Journal of Marriage 

and the Family. 58: 78-90. 

 

http://www.jstor.org.proxy1.cl.msu.edu/action/showPublication?journalCode=jmarriagefamily


214 

 

Pixley, Joy E. and Phyllis Moen. 2003. ―Prioritizing Careers‖, pp.183-200 in Its about Time: 

Couples and Careers edited by Phyllis Moen. Ithaca: Cornell University Press.   

 

Pollacheck, S.W. and F.W. Horvath. 1977. "A life cycle approach to migration: Analysis of the 

perspicacious peregrinator". Resource Labor Economics. 1:103-149.     

 

Portes, Alejandro, 1998. ―Social Capital: Its Origins and Implications for Modern Sociology‖. 

Annual Review of Sociology . 24:1-24. 

 

Portes, Alejandro. 2000. ―The Two Meanings of Social Capital‖. Sociological Forum. 15: 1: 1-

12. 

Portes, Alejandro & Robert Bach.1985. Latin Journey: Cuban and Mexícan Immigrants in the 

United States. Berkeley: University of California Press. 

Presser, Harriet B. 1994. ―Employment Schedules among Dual-Earner Households and the 

Division of Household Labor‖. American Sociological Review. 59: 348-364. 

 

Putnam, Robert D. 1993. ―The Prosperous Community: Social Capital and Public Life‖. 

American Prospect. 13: 35-42. 

 

Putnam, Robert  D. 1995. ―Bowling Alone: America‘s Declining Social Capital‖. Journal of 

Democracy. 6: 65-78. 

 

Putnam, Robert D. 2000. Bowling Alone: The Collapse and Revival of American Community. 

Simon and Schuster. 

 

Putnam, Robert D. 2007. ―E Pluribus Unum: Diversity and Community in the Twenty-First 

Century:  the 2006 Johan Skytte Lecture‖. Scandinavian Political Studies. 30:2: 137-174. 

 

Rank, Mark R. and Craig W. LeCroy. 1983. "Toward a Multiple Perspective in Family Theory 

and Practice: The Case of Social Exchange, Symbolic Interaction and Conflict Theory". Family 

Relations. 32: 441-448. 

 

Rapp, Rayna. 1999. ―Family and Class in Contemporary America: Notes toward an 

Understanding of Ideology‖. pp.180-196 in American Families: A Multicultural Reader edited 

by Stephanie Coontz. New York: Routlegde.   

 

Reimer, Jeffrey W. 2000. "Job Relocation, Sources of Stress and Sense of Home". Community, 

Work and Family. 3:2: 205-217.  

 

Richardson, Julia. 2010. "Managing flexworkers: holding on and letting go". Journal of 

Management Development. 29:2: 137 - 147. 

Roberts. R., L. Richards, V.L. Bengston. 1991. "Intergenerational Solidarity in Families: 

Untangling the ties that bind". Marriage and Family Review . 16: 11-46.  

 



215 

 

Rosenthal, C. J. 1985. Kinkeeping in the familial division of labor. Journal of Marriage and the 

Family. 47: 965 -974. 

 

Ryan, Sarah. 1999. ―Management by Stress: The Reorganization of Work Hits Home in the 

1990‘s‖. pp 332-341 in American Families: A Multicultural Reader edited by Stephanie Coontz. 

New York: Routlegde.  

 

Shauman, Kimberlee A. 2010. "Gender Asymmetry in Family Migration: Occupational 

Inequality or Inter-spousal Comparative Advantage?". Journal of Marriage and Family.  72:2: 

375-392. 

 

Shelton, Beth Anne and Daphne John. 1996. ―The Division of Household Labor‖. Annual 

Review of Sociology. 22: 299-322. 

 

Shihadeh, Edward S. 1991. ―The Prevalence of Husband-Centered Migration: Employment 

Consequences for Married Mothers‖.  Journal of Marriage and the Family. 53:2:432-444.  

 

Silverstein, Merril and Vern L. Bengtson. 1997. "Intergenerational Solidarity and the Structure 

of Adult Child–Parent Relationships in American Families". The American Journal of Sociology. 

103: 2: 429-60.   

 

Sjaastad, Larry A. 1962. ―The Costs and Returns of Human Migration‖. Journal of the Political 

Economy. 70: 80-93. 

 

Smith, Vicky. 2001. Crossing the Great Divide: Worker Risk and Opportunity in the New 

Economy. ILR Press. Ithaca.  

 

Smits, Jeroen, Clara H. Mulder, and Pieter Hooimeijer. 2003. "Changing gender roles, shifting 

power balance and long-distance migration of couples". Urban Studies. 40: 603–613. 

 

Spell, Chester S. and Terry Blum. 2000. "Getting ahead: organizational practices that set 

boundaries around mobility patterns ". Journal of Organizational Behavior. 21:3: 299-314. 

 

Srinivasan, Shobha, Liam R. O‘Fallon, & Allen Dearry. 2003. "Creating Healthy Communities, 

Healthy Homes, Healthy People: Initiating a Research Agenda on the Built Environment and 

Public Health". American Journal of Public Health. 93: 9: 1446–1450.  

 

Stack, Carol. 1974. All our Kin: Strategies for Survival in a Black Community. New York: 

Harper & Row.  

 

Sum, Andrew,  Ishwar Khatiwada, and Joseph McLaughlin. 2009.  The Economic Recession of 

2007-2009: A Comparative Perspective on Its Duration and 

the Severity of Its Labor Market Impacts.  Center for Labor Market Studies,  

Northeastern University: Boston, Massachusetts.  

 



216 

 

Swain, Li Li and Steven Garasky. 2007. ―Migration Decisions of Dual-earner Families: An 

Application of Multilevel Modeling‖. Journal of Family and Economic Issues. 28:1: 151-170.  
 

Swidler, Anne. 1996. ―Culture in Action: Symbols and Strategies‖. American Sociological 

Review. 51:273-286. 

 

Taussig, Doron. 2009. "Don't worry, honey, you'll make new friends: inside the new class of 

serial relocators". Washington Monthly. Accessed March 22, 2011. 

http://findarticles.com/p/articles/mi_m1316/is_7- 8_41/ai_n35619132/ ?tag=content;col1 

 

Taylor, S.E. 1981. "A Categorization Approach to Stereotyping". Pp 88-114 in  Cognitive 

Processes in Stereotyping and Intergroup Behavior edited by D.L. Hamilton. Hillsdale,  NJ: 

Erlbaum.  

 

Thompson , Linda. 1992. ―Feminist Methodology for Family Studies‖. Journal of Marriage and 

the Family. 54: 3-18. 

 

Thompson, Linda and Walker, Alexis J. 1989. ―Gender in Families: Women and Men in 

Marriage, Work, and Parenthood‖. Journal of Marriage and the Family. 51: 845-871.  

 

Tietze, Susanne and Gill Musson. 2010. "Identity, identity work and the experience of working 

from home". Journal of Management Development. 29:2: 148 - 156. 

 

Townsend, Nicholas W. 2002. The Package Deal: Marriage, Work, and Fatherhood in Men's 

Lives. Philadelphia: Temple University Press. 

 

"TrendSpotting: Policy Changes in the Past Two Years". November 2008. MOBILITY 

Magazine. Washington DC: Employee Relocation Council.  

 

U.S. Census Bureau Current Population Survey. 2009. "2009 Annual Social and Economic 

Supplement.  Table 2: Educational Attainment of the Population 25 years and Over by Selected 

Characteristics". Internet release date April 2010. 

www.census.gov/hhes/socdemo/education/data/cps/2009/tables.html 

 

U.S. Census Bureau Population Division. 2009.  "December. Table 2: Cumulative Estimates of 

Resident Population Change for the United States, Regions and Puerto Rico and Region and 

State Rankings April 1, 2000 to July 1, 2009". NSTEST2009-02. 

 

U.S. Census Bureau Population Division. March 2010. "Table 2: Cumulative Estimates of 

Population Change for the Metropolitan Statistical Areas and Rankings April 1, 2000 to July 1, 

2009." CBSAEST2009-07. 

 

van Meter, K.M. 1999. ―Social Capital Research Literature: Content Structure and the 

Comparative Contribution of Author Names‖. Connections. 22:1: 62-84. 

 



217 

 

VicHealth. 2005. "Social Inclusion as a Determinant of Mental Health and Well-Being". 

Research Summary 2. Carlton South, Victoria: VicHealth. 

 

Wellman, Barry. 1998. ―The Place of Kinfolk in Personal Community Networks‖, pp. 231- 239 

in Families in the U.S.: Kinship and Domestic Politics edited by Karen V. Hansen and Anita Ilta 

Garry. Philadelphia: Temple University Press.  

 

West, Candace and Don Zimmerman. 1987. "Doing Gender". Gender and Society. 1: 125-151. 

Westman, M. 2005. "Crossover of stress and strain between spouses". In M. Pitt-Catsouphes, 

E.E. Kossek & P. Raskin (Eds.), Work and Family Encyclopedia. Chestnut Hill, MA: Sloan 

Work and Family Research Network.  

Wethington, Elaine, Joy Pixley, and Allison Kavey. 2003. "Turning points in work careers". pp. 

168-182 in It's about time: couples and careers edited by P. Moen. Ithaca: Cornell University 

Press. 

 

Whitaker, Elizabeth Ann. 2004. ―Should I Stay or Should I Go?: Experiences of Employee 

Relocation‖. Presentation at Eastern Sociological Society Annual Meeting. Session on Work and 

Gender. New York, NY.   

 

Whitaker, Elizabeth Ann. 2005. ―Should I Stay or Should I Go Now: Wives Participation in the 

Decision to Move for their Spouses‘ Jobs‖. Michigan Family Review, Issue on Feminism and 

Family Life, 10: 88-109. 

 

Whitaker, Elizabeth Ann. 2010. "Where everybody knows your name: the role of social capital 

in resettlement after an employee relocation". Community, Work & Family.   

 

Wilson, J. 2001. ―Dr. Putnam‘s Social Lubricant‖. Contemporary Sociology. 30: 3: 225-227. 

 

Wilkinson R. and Marmot, M.  2003. Social Determinants of Health.: The Solid Facts, 2nd 

Edition. Geneva: World Health Organization.  

 

"Worldwide ERC Facts and Statistics". accessed March 22, 2011. 

http://www.worldwideerc.org/Resources/Research/Pages/Facts-and-Statistics.aspx. 

 

Wuthnow, Robert. 1998. Loose Connections: Joining Together in America‘s Fragmented 

Communities. Harvard University Press. 

 

Zvonkovic, Anisa M., Kathleen M.Greaves, Cynthia J. Schmiege and Leslie D. Hall. 1996. ―The 

Marital Construction of Gender through Work and Family Decisions: A Qualitative Analysis‖. 

Journal of Marriage and the Family. 58(2): 91-100.  


