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CONTENTS
FOREWORD

Talent is the most precious resource for 
today’s knowledge economy. Business 
competitiveness and national economic 
success depend on frontier knowledge 
more than ever before, and the ability to 
access and employ the best workers is a 
strategic imperative for CEOs and policy 
makers alike. In The Gift of Global Talent, 
I calculate that immigrant talent now 
accounts for one in every 3.5 inventions 
in America, a dramatic growth from the 
1970s, when foreigners contributed one 
in 12 patents. Canada has seen a similar 
surge in the role that global talent plays 
for its innovative workforce.

But companies across North America 
are facing new challenges and growing 
hurdles in their race for talented foreign 
workers. This year’s Immigration Trends 
Report comes at just the right time—while 
companies are feeling the pressure and 
the press reports abound, data and facts 
are hard to come by. This valuable report 
shines a spotlight on the challenges 
human resources leaders face and 
how immigration frictions impact their 
companies, from accessing first visas and 
showing compliance to sponsorship for 
permanent residency.

By collecting this data and surveying 
the anecdotal experiences of HR 
professionals, we better understand how 
global talent is utilized in our innovation 
economy and at the companies who 
recruit them. This report illuminates 
key context and trends, from which HR 
leaders, academics, and policy makers 
alike can better formulate best practices 
and more effective programs. Anyone 
seeking to promote the vitality of their 
business or economic region should 
carefully examine this valuable report. 

Bill Kerr 
Professor of Business Administration  
at Harvard Business School

Bill Kerr is a Global Talent Expert and Professor at Harvard Business School  
Co-Director of the Managing the Future of Work initiative at Harvard University  
Faculty Chair of the Launching New Ventures Program for executive education at Harvard Business School 
Author of  The Gift of Global Talent: How Migration Shapes Business, Economy & Society  
(Stanford University Press, 2018)

22019 IMMIGRATION TRENDS

https://www.amazon.com/Gift-Global-Talent-Migration-Business/dp/1503605027


INTRODUCTION 
FROM OUR CEO

Richard Burke 
CEO of Envoy Global

In the same year that saw the lowest 
unemployment rate since 1969, the 
Bureau of Labor Statistics said there were 
7.3 million unfilled jobs. Meanwhile, only 
6.3 million people were actively looking 
for work at the end of 2018. Compounding 
the record-low unemployment was an 
acute shortage in STEM talent, prompting 
organizations to look beyond borders to 
fill talent gaps.

Employers also confronted material 
increases in Requests for Evidence 
(RFEs), case denials, site visits and new 
policy memos. The result was heightened 
anxiety and uncertainty among foreign 
nationals, HR professionals and hiring 
managers. With so much at stake, CHROs 
and HR leaders seek hard-to-find talent 
and to provide foreign nationals with the 
best possible, streamlined immigration 
experience. 

As a result, those in the C-suite have 
become more invested in the search for 
talent. 

That’s why this report is so valuable.

By partnering with Harris Poll to create 
the Immigration Trends Report, our goal 
is to arm HR managers, talent acquisition 
teams, CHROs and CEOs with the 
information and resources they need to 
benchmark their immigration programs 
and improve upon the processes already 
in place. By doing so, we can also provide 
them with the building blocks needed to 
develop, implement and scale a global 
mobility program that attracts and retains 
top talent—ultimately giving them an 
advantage in the most competitive talent 
landscape we’ve seen.

We must continue to challenge ourselves 
by changing the way we approach 
immigration and the global talent 
landscape. My hope is that this report 
helps jump-start the conversation at your 
organization. We stand by ready to help 
you and we welcome your comments on 
this year’s report.

All the best for a successful 2019,

Foreign talent is now top of mind for C-level executives and boards.
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KEY TAKEAWAYS
Despite increased government scrutiny, companies continue to hire 
foreign talent as a competitive advantage for their organization 

Employers are focused on government policy changes that 
could simplify and expedite the immigration system  

With immigration a C-level priority, employers are seeking 
a better way to manage their internal immigration process3

2

1
The quest for foreign talent has not slowed, even as we keep seeing many immigration-
related policy changes. Eighty percent of employers said they expect their foreign national 
headcount to either increase or stay the same in 2019 (Figure 1). Forty-six percent said they 
expect their foreign national headcount to increase—a slight year-over-year decline, but 
still significantly more (nearly 3x) than those expecting it to decrease (Figure 1). Ninety-five 
percent maintain that foreign nationals are important to their company’s talent acquisition 
strategy (Figure 2). 

At the same time, 47% of respondents said their company’s visa application process has 
become more difficult (Figure 4). This is up from 44% who said the same in last year’s 
report, and 35% the year before that. When asked specifically about Request for Evidence 
(RFE) rates at their organization, 52% of employers said they have seen an increase over 
the last five years (Figure 5). This feedback is consistent with public data that says the 
percentage of RFEs issued for H-1B cases jumped to 60% during Q4 of 2018, which is a 
significant increase from 46% in Q4 of 2017 and 28% in Q4 of 2016.*  
*Source: U.S. Citizenship and Immigration Services

By 2030, the U.S. could experience unrealized revenue of $1.748 trillion due to labor 
shortages, equivalent to 6% of its entire economy*. The deficit of highly skilled workers is 
expected to exceed 6.5 million people over the same period, so employers are focused on 
approaches for streamlining and accelerating the immigration process to acquire foreign 
talent. When asked how current government policies impact hiring and retention strategies, 
31% said they’ve had to increase staff to compensate for the challenges of the current 
system. Additionally, 30% said the current process delays projects (Figure 6). Only 12% 
of those surveyed said the current immigration system has no impact on their hiring and 
retention strategies (Figure 6). 

In terms of desired changes to the current immigration system, the most cited response 
was quicker processing time (97%), followed closely by the allowance of expedited filing 
(95%) and improved insight for both employers and employees into U.S. Citizenship and 
Immigration Services (USCIS) case processing and initiatives (95% and 93%, respectively; 
Figure 7).  
*Source: Korn Ferry, Future of Work Report, 2018

Immigration’s importance in the C-suite—and even at the board level—has increased over 
the last few years. This change has likely been driven by its elevated profile in the political 
sphere, continued tightening of the skilled labor market and increased governmental 
delays and scrutiny. Organizations recognize that any issues with their immigration process 
negatively impacts their employee's experience, which in turn impacts the company's ability 
to hire and retain some of their most critical employees. While companies can't control 
government policy and other macro forces (such as the skills gap), they can reevaluate their 
own immigration programs to take as much control of the process as possible.

One of the top reasons why employers reevaluated their program was awareness of 
potential process improvements (47%). Not far behind this reason was the experience 
provided by their current immigration partner (Figure 8). In terms of internal pain points, 39% 
said uncertainty of outcome was the biggest issue at their organization, followed by 36% who 
cited inefficiencies throughout the immigration process impacting time and budget (Figure 9). 
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Security is high priority for companies, and they are making 
investments to increase their data security.

Rapid green card sponsorship continues to be a critical 
aspect of a competitive recruiting strategy4

5

Providing foreign talent with a clear, immediate path to permanent residence can ease foreign 
national uncertainty and give sponsoring employers a competitive edge with their talent 
acquisition strategy. Two-thirds of employers said they sponsor green cards (Figure 12), and 
the majority (66%) of them start the process within the first year of service at their organization 
(Figure 13). 

When it comes to the costs associated with the green card process, 80% of sponsoring 
employers said they pay for all related fees. Forty-nine percent said they include a contractual 
stipulation requiring a certain period of continued employment (Figure 14).

In 2017, Toronto created more tech jobs than the Bay Area, Seattle and Washington D.C. 
combined.* Recently, Canada has announced a plan to bring 350,000 foreign nationals 
into the country annually between now and 2021, amounting to approximately 1% of its 
total population that year**. Sixty-five percent of those surveyed said they view Canada’s 
immigration policy to be more favorable than U.S. policy (Figure 15), and 35% said they are 
sending more people to Canada and hiring more foreign nationals there (Figure 17). When 
asked if their organization was considering expansion in Canada, 38% of employers said yes, 
and 21% said they already have at least one office in Canada (Figure 16).

Forty-eight percent of employers expect their demand for non-U.S. assignments to increase 
over the next year (Figure 18). Thirty-two percent said training employees was the main 
driver behind their non-U.S. work (Figure 19). This was followed by 29% who said project 
requirements and 19% who cited opening new locations (Figure 19). Interestingly, 18% of 
employers said rotational programs were the force behind their non-U.S. work, indicating that 
companies are using global assignments as part of their employee development and retention 
strategies (Figure 19).   
*Source: CBRE Group, Inc. 
**Source: Immigration.ca

Companies are targeting Canada as a future talent hub based, 
in part, on its immigration policies 

6
Data security is a corporate priority for many companies, however, less than half (46%) of 
employers said they are confident in the security of their company’s immigration data (Figure 
21). Given continued news on data breaches and General Data Protection Regulation (GDPR) 
requirements, ensuring immigration data is secure should be a key priority. Yet, few companies 
(13%) say they are requiring increased data security from their immigration vendors (Figure 
22). Given the amount of sensitive information being transferred and stored, we expect IT and 
data security departments to increasingly demand stronger protections and safeguards for 
managing immigration data. 

Data security is a high priority for companies and they are 
making investments to reduce vulnerabilities
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DEMAND FOR FOREIGN TALENT 

2018 saw dozens of policy memos, numerous proposals to change employment-based 
immigration programs like the H-1B lottery and a RFE rate of 60% during Q4. Notwithstanding 
these challenges, the continued skills gap and today’s competitive talent landscape led 95% of 
employers to say sourcing foreign nationals is still important to their talent acquisition strategy 
(Figure 2).

Forty-seven percent of employers said the visa application process has become more difficult, 
while only 18% said it had become less difficult (Figure 4). That is the largest margin between 
the two responses since we started asking this question three years ago. RFEs, specifically,  
are contributing to the challenges in the immigration process, with 52% citing an increase in 
RFEs over the last five years (Figure 5). Despite these challenges, the overwhelming majority of 
employers continue to expect to increase or maintain their foreign national headcount.
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DEMAND FOR FOREIGN TALENT During the next year, do you expect your company’s foreign 
national headcount to increase, decrease or remain the same? 

How important is sourcing foreign national employees to your 
company’s talent acquisition strategy?

80% of employers expect their foreign national headcount to either increase or stay the 
same in 2019

95% of employers said sourcing foreign talent is extremely, very or somewhat important,  
 which is consistent with last year's results

Q: 

Q: Figure 1

Figure 2

95%

94%

91%

40%35%5% 20%

36%

8%

34%24%5%

37%29%

Extremely ImportantSomewhat ImportantNot at all Important Very Important

2017

2018

2019

25%

Remain the Same DecreaseIncrease

2017 2018 2019

87
%

11%

86
%

55% 53%

31%
85

%

17%

34%

34% 46%

53%

2016

80
%

13%

32%

13%

Not sure

3% 1% 2% 3%
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43%

31%

23%

14%

13%

10%

7%

2%

Upgrading talent with special skills

Retaining employees already 
on status

Filling open junior positions

Recruiting a more diverse workforce

Developing and/or promoting 
existing employees

Filling open senior positions

Other

43%

24%

Figure 4

Figure 3

47% of employers said the visa application process has become more difficult, while 18% said it 
has become less difficult—which constitutes the widest gap between the two responses in the last 
three years  

What is the primary source of (or reason for growth in) your U.S. 
immigration work?

Q: 

43% of employers said talent acquisition was the main reason for growth in their U.S. immigration 
volume, followed by 31% who said workforce diversity and 24% who said employee retention

In the past five years, has your company’s visa application process 
(including external, or USCIS-related and internal processes) become 
more difficult, less difficult or remained the same?

Q: 

10%

20%

30%

40%

50%

2017 2018 2019

18

44
47

More Di�cult Less Di�cultRemained the Same

29

34

25

32
31

35
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In the past five years, have your Requests for Evidence (RFEs) 
increased or decreased?

Q: Figure 5

52% of employers said RFE rates at their organization have increased over the last five years

0%

10%

20%

30%

40%

50%

60%

2016 2017 2018 2019

45

55
58

52

Increased Decreased

13
9 9

13

Recent data from USCIS indicates that the percentage of 
RFEs issued for H-1B cases jumped to 60% during Q4 of 
2018. This is a significant increase from 46% in Q4 of 2017 
and 28% in Q4 of 2016.
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GOVERNMENT POLICY 

According to the American Immigration Lawyers Association (AILA), average case processing 
time has increased by 91% since FY 2014*. In turn, employee anxiety has also increased and the 
potentially delayed employee start dates have postponed their ability to contribute to crucial 
business projects.

Only 12% of those surveyed said their organization’s hiring and retention strategies were not 
impacted by the current U.S. immigration system (Figure 6), and government policy changes 
related to quicker processing time (97%) and expedited filing (95%) were the most commonly cited 
aspects they would like to see addressed (Figure 7). Also frequently cited were better insights into 
USCIS processes for both employers and employees (95% and 93%, respectively; Figure 7). Even 
more telling is that 90% of respondents said all of the changes listed in Figure 7 are important, and 
three-quarters said they were extremely or very important.

*Source: AILA Policy Brief: USCIS Processing Delays Have Reached Crisis Levels Under the Trump Administration

11 ENVOY GLOBAL

https://www.aila.org/infonet/aila-policy-brief-uscis-processing-delays?utm_campaign=Envoy%20Weekly%20Newsletter%20Campaign%202019&utm_source=hs_email&utm_medium=email&utm_content=69761194&_hsenc=p2ANqtz--tBONMVY2JqMcWC5hskVlRRzj7D-NHoCODS4tyvZN6JG9Xc6SDYG2PXNFbYJVSwEBkb-UYGuhFFAmKwLxIE-Z-ZilDNEpoAAAGbUXbfdpdIVSrY1E&_hsmi=69761172


How important are each of the following items in regard to what you 
would most like the U.S. government to change within the immigration 
system?

97% of employers cited quicker processing time as what they would like changed within the 
current U.S. immigration system

Q: 

Only 12% of respondents said the current U.S. immigration system did not impact their  
organization’s hiring and retention strategies

How does the current U.S. immigration system impact your company’s 
hiring and retention strategies?

Q: Figure 6

Figure 7

20182019

We are hiring fewer foreign nationals 26% 26%

Delays projects 30% 26%

The H-1B lottery makes it harder for us 
to retain our student population 19%

26%

25%

We've had to increase our budget to 
address challenges of the immigration 
system

26%

16%

25%

We are engaging in advocacy e�orts to 
propose solutions for the U.S. 
immigration system that would positively 
impact our hiring and retention strategies

24%

We've had to increase sta� to address 
challenges of the immigration system 31% 28%

20%

We are hiring additional
foreign nationals

22%13%We are relocating work
overseas

14%17%Can't fulfill client projects

13%12%
It doesn't impact 
our company's hiring 
and retention strategies

2%4%Not sure

2017

27%

25% 14%

27%

30%

21%

4%

23%

27%

25%

17%

5%

97%

95%

95%

93%

93%

54%33%10%

43%39%13%

37%44%14%

34%45%14%

40%38%15%

3%

5%

7%

7%

Extremely ImportantVery ImportantNot at all Important/Not Sure Somewhat Important

Having quicker processing time

Allow more expedited filing

Improved insight for you into 
USCIS case processing and 
initiatives

Improved insight for your employee 
into USCIS case processing and 
initiatives

Reform green card process to increase 
annual allotment and therefore 
decrease waiting times
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IMMIGRATION PROCESS  

There is heightened awareness among organizations that any inefficiencies in their immigration 
process directly affect their employee experience, and could adversely impact hiring and the 
retention of that crucial skilled talent. Forty-seven percent of employers said awareness of new 
and better ways to handle immigration was the reason why they decided to evaluate their program 
(Figure 8). Thirty-seven percent said it was the experience provided by their current immigration 
partner (Figure 8). As you will see in this section, two of the biggest immigration-related pain 
points identified by employers are process inefficiencies and uncertainty of outcome (Figure 9). 
For HR professionals, attorney response time (53%), data security (53%), and employee experience 
(48%) are the key criteria when evaluating an immigration service provider (Figure 10).  
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Q: 

Almost half of respondents said they have chosen to evaluate their immigration programs  
because they have become aware of new and better ways of managing the process

When you evaluate your immigration program, what is the reason  
for doing so?

Awareness of better ways to handle 
immigration was ranked almost as 
important as cost.

What is your biggest pain point surrounding the U.S. immigration 
application process?

Q: 

The leading pain points in the immigration process are uncertainty of outcome (39%) and 
inefficiencies, resulting in spending too much time or budget (36%)

IMMIGRATION PROCESS  Figure 8

Figure 9

20182019

Ine�ciency
in the process 
(i.e., spending too much 
time and budget) 

Uncertainty
of outcome

Foreign national
anxiety

Lack of transparency
into the process

Fear of missing a 
deadline

Fear of an audit

Determining which if any
visa the applicant 
qualifies for  

Attorney 
responsiveness

Fielding questions 
from the foreign 
national regarding 
their application status

Gathering foreign
national information
and documents

36%

39% 35%

28% 30%

27% 26%

25% 22%

17% 20%

26%

28%

26%

20% 22%

17% 18%

32%

0%

10%

20%

30%

40%

50%

50%

37%

47% 47%

We always assess our programs 
and partners on a consistent basis

Awareness of new and better ways 
of handling the immigration process

Cost

Experience provided by immigration partner

To avoid attorney mistakes

35%

Executive decision

34%
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2019
HIRING
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What criteria do you use to evaluate your immigration services 
provider?

Q: 

Attorney response time (53%), data security (53%) and employee experience (48%) are 
now key criteria for HR professionals when evaluating an immigration services provider

57% of hiring managers, who directly supervise foreign talent, said foreign nationals at 
their organization have requested more technology

Over the past year, have requests from your foreign national 
employees for more technology that enables them to access and 
control more of their immigration data increased?

Q: 

The importance of tech 
becomes increasingly important 
for companies who employ 50 
or more foreign nationals.

Data security, attorney response time and employee 
experience were each cited by almost as many respondents 
as experience level of the attorney.

Employee experience

Experience of the immigration 
attorneys and partners

Attorney response times

Data security

0%

10%

20%

30%

40%

50%

60%

54%

48%

53% 53%

Figure 10

Figure 11
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GREEN CARD SPONSORSHIP 

Now more than ever, foreign national employees are looking for the peace of mind and security 
associated with long-term sponsorship. When choosing between competing offers for positions 
in the U.S., a path to permanent residence is a powerful incentive. In response, savvy companies 
are investing more resources in immigration-related perk packages and a clear, rapid path to 
a green card. Two-thirds of respondents offer green card sponsorship (Figure 12), and 66% 
of these companies start the green card process within the first year of service (Figure 13). Of 
the sponsoring companies, 80% cover all green card fees, with just under half implementing a 
payback stipulation in case an employee leaves within a certain time frame (Figure 14). 
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Has your company ever sponsored a foreign national for permanent 
residence (a green card)?

Of the companies that sponsor, 66% start the green card process within the first year of service

When does your company typically start the green card application 
process for your sponsored employees?

66% of employers say they sponsor foreign nationals for permanent residence

Q: 

Q: 

0%

10%

20%

30%

40%

50%

60%

70%

80%

2016 2017 2018 2019

19

28 29

71
66 66

Within First Year of Service 3 Years (after first H-1B visa renewal)

8
5 7

3

61

28

After 5 Years of Service

Figure 12

Figure 13

66%

24% Yes

No

Not Sure

9%
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Q: What green card costs does your company incur?

Of those who sponsor green cards, 80% cover all associated costs, and nearly half 
(49%) have implemented a contractual payback stipulation if the employee leaves within a  
specified time frame

Figure 14
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We pay for all green card-related fees Not Sure

We pay for just the costs associated with the 
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%

42%
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%

47%
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40%

4%
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% 49%
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7%

13%

11%
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CANADA AND GLOBAL IMMIGRATION

Canada has been using friendly immigration policies as one of its key tools to aggressively 
attract tech companies. In 2017, Toronto created more tech jobs than the Bay Area, Seattle and 
Washington, D.C. combined. Meanwhile, Ottawa is home to over 1,700 tech companies. Survey 
responses reflected these statistics, with 65% saying Canada's immigration policy is perceived as 
being more favorable than U.S. policies (Figure 15). Thirty-eight percent are considering Canada 
for their company’s expansion, and 21% already have at least one office there (Figure 16).

Beyond Canada, global mobility remains a priority as high-skilled employees increasingly seek 
global employment opportunities. According to one report, 71% of millennials are interested in—
and expecting—international work assignments.* This data is supported in our survey results, 
which show that many employers (48%) expect their demand for work authorization to increase 
in jurisdictions outside the U.S. during the next year (Figure 18). Interestingly, 18% said global 
rotational programs that are used to reward or develop their company’s high-potential employees 
were driving forces behind their non-U.S. work (Figure 19). 

*Source: PwC
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Figure 15

Are you now sending more people to and/or hiring more foreign 
nationals in Canada?

Do you consider Canada’s 
immigration policy to be 
more favorable to  
employers than U.S. 
policies?

Are you considering  
Canada for your  
company’s expansion?

38% of employers are thinking about expanding 
to Canada, and 21% said they already have at 
least one office there

65% of employers consider Canada’s  
immigration policy to be more favorable than U.S. 
policy

63% of employers are increasing their presence in Canada

Q: Q: Figure 16

Q: Figure 17

We are only sending
more people to 

Canada

We are only hiring 
more foreign 
nationals in Canada

We are sending more people
to and hiring more foreign 
nationals in Canada

Neither 

35%

13%

15%

37% 63%

We already have at least one o�ce in Canada 

38%

31%

21%

10%

65%
18%

17%

No Not SureYes No Not SureYes

We already have at least one o�ce in Canada 

38%

31%

21%

10%

65%
18%

17%

No Not SureYes No Not SureYes
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Figure 18 During the next year, do you expect your demand for work 
authorization (e.g., work permits/employment visas) in jurisdictions 
outside the United States for global assignments and/or business 
visas to increase, decrease or remain the same?

Q: What is the primary driver in outbound immigration work?

48% of employers expect their demand for global assignments to increase during the next year

80% of global (non-U.S.) assignments were driven by the need for experienced, skilled talent.  
A further 18% came from rotational programs for high performers

Q: 

Figure 19

32%

29%

19%

18%

Project requirements

Opening new locations

Rotational programs to reward 
or develop high potential employees

Training employees at existing locations

Other

3%

80%

48%

59%

58%

35%35%12% 13%

34%

7%

25%28%7%

38% 20%32%

5%

3%

1%

Significantly IncreaseRemain the SameSomewhat Decrease Somewhat IncreaseSignificantly Decrease
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What are your biggest challenges surrounding global/outbound 
immigration?

Only 9% of employers said they face no challenges with global immigration compliance, 
compared to 19% in 2018 and 34% in 2017

Figure 20Q: 

20182019

Maintaining 
accurate records 

Di�ering regulations in 
each destination country

Poor expectations for 
time needed to secure 
compliant visa

Di�cult to get 
employees to comply

Understanding the 
di�erences between 
business travel vs. work permit

Partners do not 
communicate with 
each other 

Repetitive information and 
documents requested in 
each country 

We don't have any 
challenges surrounding 
compliance 

International 
communication 
(HR is often the last to 
know)

Managing multiple 
relationships and 
in-country partners

29%

33% 31%

26% 27%

24% 20%

21% 16%

9% 19%

21%

26%

25%

21% 22%

19% 22%

31%

30%

Di�cult to tell HR about 
travel 16% 18%

44%

33%

39%

34%

2017

Three-year low
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DATA SECURITY

With continued news of large data breaches and 2018's rollout of GDPR, data security remains 
a company-wide priority. This extends to immigration data, which is comprised of sensitive and 
personal employee information. However, less than half (46%) of employers say they are very 
confident in the security of their company’s immigration data. This is a decrease from 2018, when 
59% of survey respondents said they were very confident in their immigration data security (Figure 21).

In spite of their data security concerns, few companies are requesting (33%) or requiring (13%) their 
immigration providers to increase their data security and become compliant with laws like GDPR 
(Figure 22). Such requirements are critical to ensure adequate data security measures are in place.

Against this backdrop, we expect IT and data security departments to increasingly demand 
appropriate measures be taken to safeguard immigration data. 

.
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How confident are you in the level of security of the transmission 
and storage of your company’s employees’ personal immigration 
data between your systems and your immigration providers?

How is your immigration and mobility organization preparing for 
heightened data security here in the U.S. and around the world?

Q: 

Q: 

Less than half (46%) of employers say they are very confident in the security of their 
company’s immigration data

Despite the importance of data security, only 13% of employers have started to 
require their immigration partners to increase their data security measures

We are making investments 
to increase our data security 49%

We are requesting our immigration 
partners to increase their security 
and become compliant with local
laws like GDPR

33%

We will require our immigration
partners to increase their 
security and become compliant 
with local laws like GDPR

13% We are not making any changes 5%

Figure 21

Figure 22

Confidence in the level of security of 
immigration data appears to be declining.

0%

20%

40%

60%

80%

100%

Not Too Confident

Somewhat Confident

Not At All Confident 

Very Confident

2018 2019

36%

2%

46%

45%

5% 7%

59%

0%
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IMMIGRATION PROGRAM  
BENCHMARKING
Immigration is no longer a back-office, transactional part of a company’s business operations. 
It has become a C-level concern, and as we have seen in previous sections, companies are 
changing the way they approach the process. This shift is evidenced by the fact that nearly half 
(47%) of those surveyed said they have been with their current immigration provider for five 
years or less (Figure 24). To enhance the employee experience, organizations are prioritizing 
perk packages for both the employees they sponsor and their families. Thirty-eight percent offer 
housing (temporary or corporate) and 34% said they cover relocation expenses (Figure 25).  
Forty-seven percent offer relocation assistance for dependents, and 39% pay for the costs 
associated with obtaining a green card for the dependent (Figure 26). 

This final section is intended to provide employers with benchmarking data that will help them 
further evaluate their immigration programs and identify areas of improvement and potential 
growth. 
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Q: How many different people are responsible for immigration? Figure 23

Figure 24Q: How long have you been using your current immigration provider?

38%
Between 1 and 5 people

32%

18%

1%

Between 5 and 10 people

Between 10 and 20 people

More than 20 people

Not Sure

10%

43%

Between 1 and 5 years

Between 5 and 10 years

Between 10 and 15 years

Less than 1 year

More than 15 years

I do not have an immigration 
provider currently 

Other
41%

9%

4%

2% 1% 1%

47%
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Q: What dependent support do you provide to your foreign national 
employees?

46%

39%

34%

39%

38%

Relocation assistance

Social or networking opportunities

Payment for all or some H-4 costs

Payment for Green Card

Language classes/support

20182019

Payment for travel back and forth 26%

47%

38%

34%

39%

38%

33%

Q: What immigration-related perk packages do you offer?Figure 25

Figure 26

27%

27%

18%

22%

23%

Relocation expenses

Housing
(temporary housing,
corporate housing)

Travel (free air fare to visit his or her
home country, air fare for immediate

family members' travel)

Cultural assimilation
training

Transportation
(car service, company

car, rental car)

We o�er secondments/
overseas assignment

opportunities

Destination services
(e.g., set up bank accounts,

school tours, real estate)

We do not o�er
immigration-related

perk packages

Immediate green
card sponsorship

We pay for dependent visa
or green card applications

for family members

34%

38%

29%

28%

32%
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Q: What immigration-related perk packages do you offer? Q: Does your company have a global immigration policy?

To
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Figure 27

Figure 28

65%

25%

11%

YES

NO

NOT SURE

Percentage of Respondents Who Responded Yes
Total Respondents:

65% say Yes

What main sources do you use at your organization to handle outbound 
(non-U.S.) immigration?

   -

45%

35%

37%

43%
42%

31%
47%37%

Centralized team in the U.S.

Internally created system

Use multiple partners - local 
providers in the select country

External law firm

Internal legal or global mobility 
team

20172018

28%
Centralized team located outside 
of the U.S.    -27%

2019

36%
39%

30%
34%

30%

23%
Team in each country manages    -23%22%

Q: 

Relocation company 31%26%19%

1,000 to 9,999

2 to 49

50 to 249

250 to 999

52%

72%

57%

62%
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CONCLUSION

From the executive level down, awareness of new and more efficient ways to attract and retain 
foreign talent has led to a shift in the way organizations approach immigration. From green card 
sponsorship to increased transparency and process improvements, this year’s report shows that 
the immigration status quo is shifting from transactional to holistic.

Despite policy changes in the U.S. and around the globe, we found that the need for foreign 
talent (both locally and internationally) has not slowed. As the skills gap continues, we must keep 
looking for new and innovative ways to streamline talent mobility across the globe. 
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The national survey was conducted online by The Harris Poll from  
Nov. 27 to Dec. 17, 2018, with 405 HR professionals and hiring managers participating  
across a variety of industries and company sizes. Each respondent is a U.S. Resident, 21+ in age  
and involved in hiring decisions at their company. Their companies have experience in either the  
visa or green card application process and they are familiar with sourcing foreign nationals for employment. 
Questions covered internal and external global immigration processes and challenges. 

SURVEY  
METHODOLOGY
AND FIRMOGRAPHICS
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PEOPLE 
SURVEYED

COMPANIES  
SURVEYEDHIRING MANAGERS

HR PROFESSIONALS

208

197 PUBLIC

45%
PRIVATE

48%
GOVERNMENTAL 

AGENCY

7%

Q: What is your current title?

Across all locations, approximately how many total employees work for your company or organization? 
If you are not sure, please provide your best estimate.

1-249

5,000-9,999

250-499 500-999

2,500-4,9991,000-2,499

10,000-14,999 15,000-19,999 20,000+

29%

8%

8%
8%

7%

8%

5%

2%

23%

Q:

Controller/Assistant Controller Senior Director/Director/
Department Head

Other

Chief O�cer/C-LevelPresident/Vice President Manager

Partner/Principal/C-Level

12%

22%

24%

9%

4%

3%

26%
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Q: How many sponsored employees do you have in your organization?

What is the average number of visas, business visas, work authorizations and/or green cards  
that your organization applies for annually for workers coming to the United States?

 101+

1-15  16-30 31-50

 51-100

38%

20%

15%

11%

14%

Q:

2,500-4,995 5,000-9,999 10,000+

1-9

100-249

10-24

250-499

25-49  

500-999

50-99  

1,000-2,499

22%

12%

10%

9%
14%

6%

7%

8%

5%

2%

5%

What is the average number of work permits and/or employment visas (e.g., work authorization) in jurisdictions 
outside of the United States for global assignments and/or business visas for jurisdictions outside of the United 
States for global business travel that you apply for on an annual basis? 

 51-100  101+

1-150  16-30

31-50

40%

5%

17%

13%

11%

13%

Q:
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Q: What was your company’s total gross revenue? If you are not sure, please give your best estimate. 

Q: Type of industry your company is primarily engaged in: 

Less than $1 million

$5-9.99 million

$25-49.9 million

$1-4.9 million

$10-24.9 million

$50-99.9 million

$100-249.9 million

$250-499.9 million

$1.5-1.99 billion

$750-999.9 million

$500-749.9 million

$1-1.49 billion

$2 billion or more

I work for a nonprofit or 
governmental agency

12%14%

13%

7%

7%

9%

3%

5%

5%

4%

6%

4%

1%

7%

Accounting/tax prep/payroll 2%

Agriculture 2%

Architectural/engineering 2%

Business/financial services 11%

Computer systems  
design/hardware

5%

Consulting 4%

Education 6%

Energy/utilities 6%

Health care 7%

Hospitality 2%

Internet/online services 3%

Manufacturing 12%

Nonprofit 2%

Retail 12%

Research 3%

Software 3%

Staffing/recruiting 4%

Telecommunications 4%

Transportation 2%

Other 8%
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Stay up-to-date  
For the latest on immigration 
news and policy changes, visit  
www.envoyglobal.com
 

http://www.envoyglobal.com


230 West Monroe, Suite 2700
Chicago, Illinois 60606 
(855) 847-2669
envoyglobal.com

© 2019 Envoy Global Inc., All Rights Reserved.
 
Totals may not equal 100 percent due to rounding  
or the ability to select more than one response.

Founded in 1998, Envoy is a global immigration 
services provider offering the only immigration 
management platform that makes it seamless for 
companies to hire and manage an international 
workforce by combining expert legal representation—
for both inbound and non-U.S. immigration—and 
proprietary technology. Envoy empowers companies 
to acquire the best talent regardless of where they 
are in the world; helps mobilize employees around the 
world to take advantage of business opportunities; and 
enables the management of entire global workforces, 
providing a strategic, proactive view into workforce 
and financial forecasting and compliance. Envoy has 
managed more than 30,000 cases and served more 
than 2,000 customers in a broad range of industries.

The Harris Poll is one of the longest-running surveys in the U.S. 
tracking public opinion, motivations and social sentiment since 1963 
that is now part of Harris Insights & Analytics, a global consulting 
and market research firm that strives to reveal the authentic values 
of modern society to inspire leaders to create a better tomorrow. 
We work with clients in three primary areas; building twenty-first-
century corporate reputation, crafting brand strategy and performance 
tracking, and earning organic media through public relations research. 
Our mission is to provide insights and advisory to help leaders make 
the best decisions possible.

 


