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In an era where remote work is becoming quite commonplace, and teams typically work cross-
border, it might seem as if the need to consider relocating a candidate to your firm’s home office or

to a satellite office makes little sense. Yet, there are still advantages to bringing that particular sought-after
candidate ‘in from the cold." We will examine the plusses and minuses of hiring an out-of-state or out-of-country

candidate.

Fear of Flying
Expenses

One obvious reason why a firm
might wish to avoid bringing on
board an out-of-state candidate is
because of the perception that the
cost will be prohibitively expensive,
even just for the interview. The
initial interview process, however,
is rarely conducted on-site

these days, with more and more
firms opting to make the first
acquaintance via Zoom or some
other internet-based video-
conferencing. But interviewing
aside, that still leaves the question
of whether it is worth it to pursue
the next steps in advancing the
hiring process with a paid flight in
to meet the candidate in person.

While small- and even some mid-
sized firms might understandably
shy away from incurring such

an expense, for larger firms, the
expense is given little notice when
the potential to snag a top legal
talent is the desired outcome.

What If It Doesn’t
Work Out?

One of the risks cited by some
firms as to hesitancy in recruiting
out-of-state candidates is the
possibility that the relocation will
not work out from the lawyer's
perspective, resulting in a ‘return
home’ after a relatively short
period of time onboard. For those
candidates who have only lived in
one place and in the midst of one
social and cultural environment
for their whole lives, making the

adjustment to new territory can
indeed be quite challenging, and
the failure to adjust along with its
resulting unhappiness—or even
homesickness—is not the sort of
psychological baggage a manager
wants in his or her new hire. This
scenario happens with enough
frequency that hiring managers
are justified in their concerns.

Beyond Internet
Diversity

As firms ratchet up the emphasis
on diversity in their workplaces,
cross-cultural diversity is
recognized as a benefit to the
overall health of a law firm. But
while merely seeing or hearing the
diverse associate or partner by way
of a conferencing app might lend
an air of cross-cultural character

to a firm's operations, such long-
distance association will never
replace diversity in the office.

Particularly with respect to

the out-of-country candidate,
bringing in new—and subjectively
‘foreign’—ideas can encourage a
new perspective and new ideas
and bring fresh creativity perhaps
not considered in an otherwise
monocultural environment. But
even without going so far as

to hire from across the ocean,
lawyers from a different part

of the country from where the
otherwise homogenous staff come
from can likewise offer insights
not previously considered simply
because of a different geo-cultural
background.

“CANDIDATES WHO
DONT LIVE “IN THE
AREA” OFTEN POSE

A GREATER “FLIGHT
RISK” (I.E., THERE IS
A GREATER CHANCE
THEY WILL LEAVE THE
EMPLOYER SOONER).
WHEN THIS HAPPENS,
IT CREATES
DISRUPTION - AS IT
COSTS THE EMPLOYER
MONEY, AND TIME

TO REPLACE AND
ONBOARD A NEW

ATTORNEY.”

— Julie Q. Brush

(aka The Lawyer
Whisperer) a leading
career strategist and
advisor in the legal
profession.



A Moving

Millennial Market
Currently, 35% of the U.S.
workforce is comprised of
millennials; however, by 2025, 75%
of the global workforce will be
made up of millennials. What is
the significance of those statistics?
Millennials, in particular, not only
have no problem relocating for a
job but even relish the thought of
traveling to new locales and do so
somewhat regularly, even when
the relocation is not in pursuit of
a job. To capture this market as it
pertains to lawyer candidates, a
firm must be aware of the trend
and recognize as a benefit the
opportunity to bring in-house
the well-traveled candidate who

possesses a varied cultural outlook.

Not Just About
the Employer

When considering the out-of-
state candidate who is desirous
of relocating to your city, consider
what the candidate’s motivations
might be. If, perhaps, it is to be
close to aging parents, then that
weighs in favor of a strong bond—
but also raises the specter of
family distractions. If a candidate
expresses interest in moving

to be closer to a boyfriend or
girlfriend, bear in mind that when
the relationship fizzles, so might
the commitment to continuing
local employment. If a spouse

is simultaneously relocating to
your city, then the prospect of
long-term engagement by that

candidate with your firm increases.

Strong Local
Candidates

Another factor which might
influence a law firm against
pursuing out-of-state hiring is
the presence of an ample supply
of strong, top-quality candidates
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locally. If positions can be filled
from the local talent pool, then
there might be little incentive for
the firm to look elsewhere. This
can be especially true when hiring
entry-level candidates. However,
conversely, when looking to poach
a particular legal talent—or even

a practice group—from another
firm or to bring over the book of a
highly successful sole practitioner
or small practice, then the
economic incentive for relocation
expense outlay sways the
argument in favor of the relocation
candidate or candidates. The more
in high demand a particular talent
is the more a firm will disregard
the downsides and go with taking
risks.

Relocation

Expectations

It is, of course, a best practice to
be totally upfront and transparent
about your firm'’s readiness to
cover relocation expenses. It
would be a waste of time and
resources for both the firm and
the candidate to go all the way
through the interview process only
to find out that the candidate’s
expectations as to what would

be covered as to relocation
expenses was not in sync with

the firm's policies. Whether
recruitment is undertaken by
way of a professional recruiter or
by way of online or professional
publication solicitation, the risk to
the firm can be mitigated with full
transparency as to this issue.

21st Century
Melting Pot

In sum, the melting pot that made
America great centuries ago via
diverse immigration can likewise
make the American law firm great
in the 21st Century by replicating
those integration and assimilation
values shared by our forebearers.
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Executive
Summary

1. The Issue:
When is it worth the risk to pursue
relocation candidates?

2. The Gravamen

Relocation candidates, whether
from out-of-state or out-of-
country, can bring a fresh set of
ideas and innovation to any firm
and, in general, should be warmly
welcomed.

3. The Path Forward

Along with the benefits come
certain risks, and those should

be weighed as well in order for
relocation hiring to be conducted
responsibly.
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Action Items:

] Position Being Filled:
One of the first inquiries to be made before pursuing relocation candidates is what position is being

filled. Often times filling entry-level positions might not demand looking beyond your immediate

candidate pool.

2 Examining Local Talent:

In many cases, there is no economic incentive to look beyond the local field of candidates because

quality legal talent can be found ‘next door’.

3 In-demand Lateral Moves:
When looking to expand your firm'’s practice areas, considering out-of-state practices makes sense
since the economic factors will outweigh the cost of relocating such talent.

4 Consider 21st Century Trends:
All other factors being equal, if attracting out-of-state or out-of-country candidates squares with your

firm'’s diversity policies, then pursuing the relocation candidate will be a practical way to fulfill those

directives.

Further Readings

1. https://money.usnews.com/money/blogs/outside-voices-ca-
reers/2014/07/07/why-employers-dont-like-long-distance-job-candi-
dates

2. https://www.thelawyerwhisperer.com/question/why-employers-pre-
fer-to-hire-local-candidates/

3. https:///www.ziprecruiter.com/blog/recruiting—out—of-state—job—candi-
dates

4. https://www.caprelo.com/insights-resources/program-administration/
how-much-is-the-average-relocation-package-what-is-included/

5. https://www.davidsonmorris.com/employees-relocation-rights/
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About GreenPoint
Law & Compliance

GreenPoint Global was founded in 2001 and since
that time has faithfully served an expanding roster of
clients. GreenPoint leverages a unique combination
of US-trained attorneys and proprietary technology to
deliver a unique offering of skill and flexibility to meet
client needs.

Our core team of experienced US aftorneys is
based in Israel and works US hours. The breadth
of experience of our aftorneys ensures high-quality,
cost-effective results across a wide range of legal,
compliance, and regulatory matters.

GreenPoint’s methodology and proven track record
of achieving client objectives has resulted in a
broad base of clients in the United States, ranging
from Fortune 500 insurance companies to solo
practitioners, law firms, in-house law departments,
and legal publishers. GreenPoint attorneys are
selectively recruited and deployed based on
possessing demonstrable subject matter expertise
covering a broad spectrum of substantive US laws
and regulations. The work product of our attorneys is
thoroughly vetted internally before delivery to client.
Adherence to quality, value and flexibility is at the
core of our foundation.
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