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CONTENTS
FOREWORD

New American Economy (NAE), founded in 2010, is a bipartisan research and advocacy 
organization created to educate, empower and support policymakers, influencers, 
and citizens across the country that see the economic and social benefits of a smart 
approach to immigration reform. NAE has created a coalition of civic, business, and 
cultural leaders who span the political spectrum and represent all 50 states. NAE 
makes the case for smart immigration reform through original research, grassroots 
organizations, state and local policy advocacy and real stories about immigrant 
contributions to American culture. 

The United States was built on the idea 
that the best and brightest from around 
the world could come here, achieve 
their dreams and thrive. Generation 
after generation, people across the 
globe have come to America and built 
the unparalleled talent pool we have 
today, positioning us as leaders in the 
innovation economy and allowing our 
businesses to grow and prosper. Today, 
immigrants remain a critical driver of 
the American economy; some of the 
fastest growing industries in the country, 
like those in STEM fields, depend on a 
diverse talent pool. According to New 
American Economy, almost 23 percent of 
STEM workers today are immigrants. Yet 
today’s businesses face unprecedented 
challenges in attracting and retaining the 
talent they need to expand and remain 
competitive on the global stage. 

As American companies struggle to 
navigate an inefficient and economically 
hindering immigration system, other 
countries have seized on the opportunity 
that we are squandering. Yet the first 
step to solving this issue is understanding 
the problem, and that’s why this year’s 
Immigration Trends Report is so important. 

As HR professionals and hiring managers, 
these survey participants understand 
better than anyone the business case for 
immigration reform and the demands for 
talent in a global economy. This report 
highlights how the current immigration 
system not only fails to help businesses, 
but too often hurts them, and the lengths 
to which those businesses must go to 
address their needs because of it. In 
some cases, as the report shows, that 
means moving operations to Canada, 
whose environment, for businesses and 
otherwise, is more immigrant-friendly. 

As the innovation economy continues to 
be even more global, it is imperative that 
policymakers, CEOs, industry leaders, and 
anyone who understands the need for a 
smart, sustainable immigration system, 
educate themselves on the problem so 
that together, we can build the solution. 
The 2020 Immigration Trends Report is 
a valuable and illuminating first step to 
doing exactly that. 

Hanna Siegel 
Managing Director  
New American Economy
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INTRODUCTION 
FROM OUR CEO

Richard Burke 
CEO of Envoy Global

For the past five years, we’ve partnered with 
The Harris Poll to conduct Immigration Trends. 
In that time, we’ve seen trends evolve and 
government policies grow more restrictive 
in some destinations and more progressive 
in others. One fact persists, however: 
immigration remains imperative to employers 
and the economies they support. 

In 2019, employers found the demand for 
foreign talent increasing at its most rapid 
pace yet, as the U.S. continued to experience 
record-low unemployment levels. According to 
The Bureau of Labor Statistics, there were 6.8 
million unfilled jobs at the end of November 
2019 and only 5.8 million U.S citizens seeking 
work, a gap that has existed for nearly two 
consecutive years. Meanwhile, federal 
immigration scrutiny remained high. Facing 
increased rates of requests for evidence 
(RFEs), case denials and policy change, many 
employers are now exploring alternative 
destinations for their foreign talent, such as 
Canada. They are also looking for ways to 
optimize the elements of the immigration 
process that they can control.

It’s not all bad news stateside, though. As 
employers continue to call for increased 
efficiency and transparency into an 
immigration system often described as 
broken and outdated, government agencies 
have taken some movement to address 
concerns. This includes a new H-1B electronic 
registration system and amending the lottery 
to increase the likelihood that H-1B petitions 
for those with master’s degrees will be 
selected. 

2019 saw a bevvy of legislative activity around 
immigration, and the issue is likely to stay in 
the spotlight leading up to the 2020 election. 
Multiple candidates in this year’s presidential 
election have pushed for substantial reforms 
in both the family and employment-based 
immigration space. Corporate leaders are 
bracing for the impact, both positive and 
negative, that these agendas may have on 
their employee populations.

We release this year’s report with the hope 
that it will provide HR managers, talent 
acquisition teams, CHROs and CEOs with the 
information they need to benchmark their 
organizations' practices and build effective, 
scalable immigration programs that attract and 
retain the world’s top talent. We look forward 
to your comments and stand by ready to help 
organizations reimagine their approach to 
talent mobility.

All the best for a successful year and decade.
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KEY TAKEAWAYS
The demand for foreign talent remains high as the skills gap persists and 
labor markets remain exceedingly competitive. More companies are using 
immigration to address these challenges and foster a diverse workforce

Government scrutiny over immigration remains high, and employers 
are most challenged by a lack of efficiency, transparency and visa 
availability 

More employers are sponsoring foreign nationals for green cards than 
in any year since 2016, and they’re starting the process earlier in an 
employee’s tenure

3
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Immigration is becoming more critical to employers as high-skilled labor shortages intensify in both 
the U.S. and globally. This year’s Immigration Trends survey found that 85% of employers expect 
their company’s foreign national headcount to increase or remain the same in the next year, a 6% 
increase over 2019. Furthermore, 18% of respondents expect that increase to be significant–up 
from 11% last year (Figure 1). In addition, 93% of those surveyed said that sourcing foreign national 
employees was important to their company’s talent acquisition strategy (Figure 2), and 50% said 
filling open positions (38% high-skilled and 12% non-high skilled) was the primary driver in the 
growth of their immigration work (Figure 4).

Meanwhile, it has become clear that diversity is playing a significant role in the competition for 
talent: 67% of job seekers said a diverse workforce is important when considering job offers.1 Our 
survey results reflect this mindset, as 40% of employers reported that recruiting a diverse workforce 
was the primary driver in the growth of their immigration work, the single largest reason among 
respondents (Figure 4). In the same vein, 95% of employers said that attracting and retaining 
a diverse workforce played an important role in their decision to sponsor foreign nationals for 
employment (Figure 5).

Despite the clear importance of foreign talent in the current economy, only 16% of survey respondents 
said the visa application process has become less difficult under the current administration, while 38% 
said it has become more difficult (Figure 6). Government data affirms that employers and visa petitions 
continue to be under a microscope. In FY 2019, the RFE rate for H-1B petitions increased from 38% to 
40.2% and the approval rate of H-1B petitions with an RFE was 65.4%. Consider that four years ago, 
the H-1B RFE rate was 22.3%, and 83.2% of those H-1B petitions with an RFE were approved.2 Our 
survey data supports these numbers: 41% and 38% of employers pointed to uncertainty of outcome in 
cases and a rise in application denials, respectively, as the two most frequently cited pain points in the 
U.S. immigration application process (Figure 7).

Beyond the often-cited increase in RFEs and application denials, 34% of employers reported a lack 
of transparency as one of their biggest pain points in the immigration process, up from 25% in 2019 
(Figure 7). In addition, 50% said the lack of predictability resulting from frequent changes in policy 
has become more challenging under the current administration (Figure 9). Asked about changes 
they would like to see to the U.S. immigration system, employers continued to call for expedited visa 
application filing (96%), quicker government processing time (95%), reforms that would provide more 
visa options for work-based immigration (95%) and increase the annual allotment of green cards (94%) 
(Figure 11).

Green cards continue to play an important role in foreign talent acquisition and retention. Employers 
are looking to provide foreign nationals with the stability and security that comes with permanent 
residency, particularly in the face of political uncertainty. This year, 71% of employers said their 
company has sponsored a foreign national for permanent residence before (Figure 12), up from 66% in 
2019. Similarly, when asked how their green card policy has changed over the last year, 35% said they 
have increased the number of green cards they are sponsoring (Figure 13).

However, an unprecedented backlog of green card applications has led to wait times that can span 
decades, particularly for foreign nationals from India and China. Concurrently, employers are starting 
the green card process much earlier in an employee’s tenure: 81% of employers that sponsor green 
cards start the process within or upon the first year of an employee’s service, up from 66% in 2019. 
This year, we dug deeper and found that of those who initiate the green card process within the first 
year, 26% begin the process immediately upon hiring a foreign national, a further 20% start after the 
first three months and 18% start the process after six months (Figure 14).
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Security is high priority for companies, and they are making 
investments to increase their data security.

Leading up to the 2020 presidential election, legislators have 
proposed substantially more changes than in previous years that 
have the potential to impact U.S. work authorization

4
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This election season, employment-based immigration reform is an important issue for business leaders, 
investors, entrepreneurs, students and university administrators. Although news coverage and the 
candidates’ platforms have largely centered on family-based and illegal immigration, there are a number 
of instances where employer concerns are moving into the spotlight.

Debate continues over The Fairness in High-Skilled Immigration Act, bipartisan legislation that would 
change per-country caps on employment-based green cards. When asked about the proposed 
legislation, responses were mixed: 36% of employers said it would make hiring and retaining foreign 
nationals easier, but 31% said would make it harder on their organizations (Figure 16). Additionally, the 
proposed end to the Deferred Action for Childhood Arrivals (DACA) program also stands to impact 
organizations looking to fill both low- and high-skilled positions, as 82% of employers said an end to the 
program would have a direct impact on their talent pool (Figure 18). 

Finally, 71% of employers said they support the idea of a "Heartland visa," which would bring foreign-born 
talent to the country's less populous regions (Figure 17). This idea was popularized by The Economic 
Innovation Group.

As proof that restrictive aspects of the American immigration system are creating opportunities in other 
countries, 48% of employers said that placing or hiring high-skilled talent for whom they were unable to 
secure work authorization in the U.S. was the primary driver for their outbound immigration assignments 
(Figure 19). This was the most frequently cited reason. Global assignments also factor into employee 
development and retention strategies, with 31% of employers listing rotational programs used to reward 
or develop high-potential employees as the primary force behind their outbound immigration work. 
Another 36% listed succession planning as the main driver (Figure 19).

Against this backdrop, many countries are taking differing stances on employment-based immigration. 
Germany recently passed laws to expedite the process for non-EU citizens seeking employment 
there, especially in industries where there is a job shortage. And on the heels of Brexit, the U.K. has 
announced a “fast-track” Global Talent Visa to bring more of the world’s leading scientists to the country. 
Juxtapose these policies with recent changes in Saudi Arabia, which unexpectedly suspended work visit 
visas, making it virtually impossible for foreign nationals to travel to the country for short-term work.

This sentiment is echoed in our survey as respondents reported that the immigration process for 
sending employees to countries including Canada (52%), U.K. (36%), India (35%) and Germany (33%) has 
become easier, while placing employees in Saudi Arabia (41%), China (36%) and Hong Kong (32%) is now 
harder (Figure 20).

Non-U.S. global assignments are increasingly a strategic aspect of both 
talent acquisition and employee development

6
While some countries are restricting immigration, Canada has created new, fast-track pathways (e.g. 
Global Talent Stream) to encourage more high-skilled immigration. In fact, 74% of respondents said 
they considered Canada’s immigration policy more favorable to employers than that of the U.S. (Figure 
28) due to ease of application (64%), shorter processing times (60%) and more favorable permanent 
residency processes (59%) all cited as positive aspects of the Canadian immigration system (Figure 
29). Accordingly, Canada has become a top alternative destination for employers looking to place 
high-skilled foreign talent: 51% of employers said they were considering Canada for their company’s 
expansion, up from 38% the previous year (Figure 25).

In contrast, employers pointed to long processing times, increased green card wait times and case 
difficulty as points that have become more challenging under the current U.S. administration (Figure 9).

Canada continues to establish itself as a compelling destination for 
the world’s top talent, and employers are targeting the country as an 
alternative to U.S. assignments

Sources

1. Glassdoor Insights 2015 Survey
2. United States Citizenship and Immigration Services
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DEMAND FOR GLOBAL TALENT 

As the U.S. enters a new decade, the skills gap continues: 79% of American business leaders 
believe there will be a shortage of highly skilled talent in 2020, and in just another 10 years, 
there could be a deficit of over 6.5 million highly skilled workers in the U.S.* Accordingly, the 
demand for foreign-born talent is growing, with 85% of employers expecting their company’s 
foreign national headcount to increase or stay the same in the next year and 18% expecting it 
to significantly increase–up from 11% last year (Figure 1). In addition, 93% of employers said that 
sourcing foreign national employees is important to their company’s talent acquisition strategy 
(Figure 2). Employers are largely recruiting foreign nationals already studying in the U.S., as 57% 
of employers pointed to U.S.-based universities as a main recruiting source and 54% cited U.S. 
grad schools (Figure 3).

Labor shortage concerns aside, foreign hiring is also becoming an effective way to achieve 
corporate diversity and impress a workforce that values inclusion more highly than previous 
generations. According to our survey, 95% of employers said that attracting and retaining a 
diverse workforce played an important role in their decision to sponsor foreign nationals for 
employment (Figure 5), and 40% of employers reported that recruiting a diverse workforce was 
the primary driver in their immigration work, the single largest reason among respondents  
(Figure 4). Employers are also looking for meaningful ways to attract and retain foreign nationals, 
and we found that 50% of employers offer relocation expenses to sponsored employees, 42% pay 
for dependent green card sponsorship and 41% provide housing (Figure 31).

*Source: Korn Ferry Talent Shift 2019 Report
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DEMAND FOR GLOBAL 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?

85% of employers expect their foreign national headcount to increase or stay the same in the 
next year

93% of employers said that sourcing foreign national employees is important to their  
company's talent acquisition strategy

Q: 

Q: Figure 1

Figure 2

93%

95%

94%

34%32%7% 27%

40%

5%

20%35%5%

36%24%

Extremely ImportantSomewhat ImportantNot at all Important Very Important
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1% 2% 3% 1%

35%
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Remain 
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Figure 4

Figure 3

50% of employers reported that filling open positions was the primary source or reason for 
growth in their immigration work 

Which of the following are the main recruiting sources for the majority 
of your company’s foreign talent? 

Q: 

The majority of employers indicated that their foreign national hires are already working or  
studying in the U.S. 57% said that U.S.-based universities were a primary recruiting source, and 
54% listed U.S. graduate schools

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

Q: 

40%

38%

12%

9%

Recruiting a more diverse workforce

Filling open NON high-skilled positions

Filling open high-skilled positions

Retaining or promoting employees already on status

50%

57%

48%

43%40%

Recruiting from U.S. graduate schools

International recruitment

Intercompany transfers from overseas o�ces

Recruiting from U.S.-based universities

Sponsoring current employees 
who were working on STEM OPT

35%

54%

Acquiring sponsored employees 
from other employers

Studying in U.S.

Int’l.

Working in U.S.

60%

50%

40%

30%

20%

10%

0%
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Using the scale below, please tell us how important each item is in 
terms of your company’s decision to sponsor employees for work 
outside of their country of birth?

Q: Figure 5

95% of employers said that attracting and retaining a diverse workforce played an important 
role in their decision to sponsor foreign nationals for employment outside of their country of birth

5%

96%

96%

95%

95%

93%

35%36%24%

34%39%24%

34%37%24%

30%40%25%

35%36%22%

4%

4%

5%

7%

Extremely ImportantVery ImportantNot at all Important Somewhat Important

Foreign nationals have knowledge of 
markets, business practices and 
cultures outside of U.S.

Foreign nationals bring valuable new 
perspectives to the way our company 
does business

Foreign nationals help to fill the skills 
gap here in the U.S.

Foreign nationals make it easier to 
attract and retain a diverse workforce

International transfers are critical to
managing and expanding our global 
business

O�ering international assignments
is a perk that enhances our recruiting
and retention initiatives

We o�er rotational assignments
as part of an employee development
program

31%

26%

37%

37%

23%

9%

26%

11%

91%

89%
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IMMIGRATION PROCESS 

Federal immigration data underscores the challenges employers are facing as a result of the 
current U.S. immigration process. The request for evidence (RFE) rate for H-1B petitions in FY 2019 
went from 38% to 40.2% and the approval rate of H-1B petitions with an RFE was 65.4%. Compare 
this to five years ago when the H-1B RFE rate was 22.3%, and 83.2%* of H-1B petitions with an RFE 
were approved. Our survey results support these statistics, as 41% and 38% of employers pointed 
to uncertainty of case outcome and a rise in application denials, respectively, as two of their 
biggest pain points with respect to the U.S. immigration application process (Figure 7).

In addition to RFEs and application denials, 34% of employers reported a lack of transparency 
as a pain point in the immigration process, up from 25% in 2019. Last year also saw a significant 
number of immigration policy changes that impacted employers, from a new social media 
requirement on visa applications to a biometric screening requirement for all H-4 applicants. Forty-
one percent of employers cited the lack of predictability resulting from frequent changes in policy 
as a big pain point in their company’s immigration program (Figure 8). However, not all policy 
changes were negative: 50% of employers said that the change to select the 20,000 master’s cap 
petitions through the H-1B lottery after the rest of the applicants, thereby increasing the chance 
master's applicants are selected, had a positive impact on their company versus 19% who felt it 
had a negative impact (Figure 10).

Asked what changes they would like to see in the U.S. immigration system, a majority of employers 
continued to call for expedited visa application filing (95%) and government processing time 
(95%). In addition, they pointed to reforms that would increase the annual allotment of green cards 
(94%) and more visa options for work-based immigration (95%). By comparison, 90% of survey 
respondents said lowering RFE rates was important in terms of the changes they would like to see 
to the current U.S. immigration process (Figure 11).

*Source: USCIS

11 ENVOY GLOBAL

http://www.uscis.gov/


What are your biggest pain points surrounding the U.S. 
immigration application process? 

41% and 38% of employers pointed to uncertainty of outcome in cases and a rise in  
application denials, respectively, as two of their biggest pain points with the U.S. immigration  
application process

Q: 

Only 16% of employers said the visa application process has become less difficult under 
the current administration

Under the current administration, has your company’s visa 
application process (including external, or USCIS-related, AND 
internal processes) become less difficult, more difficult or 
stayed the same?

Q: Figure 6

Figure 7

Stayed the Same

Less Di�cult

More Di�cult

Not Sure

38%

16%45%

1%

20192020

Rise in application denials 

Uncertainty of outcome

Foreign national
anxiety

Lack of transparency
into the process  

38%

41% 39%

30% 27%

34% 25%

2018

35%

26%

22%
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What are your biggest pain points around managing your company’s 
U.S. immigration program? 

54% of employers said government case processing times have become more challenging

Using the scale provided, please indicate if the following immigration 
pain points have become more or less challenging under the current 
administration

41% of employers cited the lack of predictability resulting from frequent changes in policy 
as a big pain point in their company’s immigration program

Q: 

Q: Figure 8

Figure 9
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31%
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20%
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Q:

50% of employers said the change to select the 20,000 master’s cap petitions through the  
H-1B lottery after the rest of the applicants had a positive impact on their company

Figure 10In your opinion, how has the recent change* to the U.S. immigration  
system impacted your company?

95% of employers pointed to expedited visa application filing and quicker government 
processing time when asked what they would most like the government to change within 
the immigration system

Figure 11Q: Using the scale below, how important are each of the following  
items in regards to what you would most like the U.S. government  
to change within the immigration system?
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GREEN CARD SPONSORSHIP  

In today's uncertain political climate, foreign nationals are eager for the peace of mind and 
security associated with long-term sponsorship. More organizations than in any year since 2016 
are leveraging green cards as a talent acquisition and retention tool: 71% of employers surveyed 
said their company has sponsored a foreign national for permanent residence before (Figure 12), 
and 35% said they have sponsored more green cards over the past year (Figure 13). Looking at 
costs, 84% of employers said that they covered all green card-related fees, but 49% implemented 
contractual payback stipulations if an employee departs the company within a certain time period 
(Figure 15).

In December 2019, an estimated 800,000 foreign nationals working legally in the U.S. were 
waiting for green cards.* This unprecedented backlog has led to wait times that span decades, 
particularly for individuals from India and China. In light of these conditions, employers are 
initiating the green card process sooner in an employee’s tenure: 81% of employers who sponsor 
green cards said they start the process within or upon the first year of an employee’s service, up 
from 66% last year. More specifically, of those who initiate the green card process within the first 
year, 26% said they began the process immediately upon hiring a foreign national—up from 19% 
in 2019. Meanwhile, 21% start after the first three months, and another 18% start the process after 
six months (Figure 14). In addition, 28% of employers expressly stated that they have begun to 
initiate the green card process sooner in an employee’s tenure within the past year. For 38% of 
employers, immediate green card sponsorship is explicitly offered as an immigration-related perk 
(Figure 31).

*Source: The Washington Post
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Q: 

71% of employers said their company has sponsored a foreign national for permanent residence

Has your company ever sponsored a foreign national for permanent 
residence (a green card)?

In what ways has your company changed its green card policy over the 
past year? 

Q: 

35% of employers said they have sponsored more green cards over the past year

GREEN CARD SPONSORSHIP  Figure 12

Figure 13
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When does your company typically start the green card application 
process for your sponsored employees?

Q: 

81% of employers who sponsor green cards start the process within or upon the first year of an 
employee’s service, including 26% that do so immediately

84% of employers said that they cover all green card-related fees, and 49% implement  
contractual payback stipulations if an employee departs the company within a certain time period

What green card costs does your company incur? Q: 

Figure 14

Figure 15
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GOVERNMENT POLICY & 
LEGISLATION 

Heading into the 2020 presidential and congressional elections, employment-based immigration 
reform is a priority for business leaders, investors, entrepreneurs, students and university 
administrators—but the exact path forward remains unclear.

The proposed Fairness in High-Skilled Immigration Act would change per-country caps on 
employment-based green cards. Thirty-six percent of employers surveyed said it would make 
hiring and retaining foreign nationals easier while 31% said it would make it harder on their 
organizations (Figure 16).

Multiple politicians and think tanks including the Economic Innovation Group and Mayor Pete 
Buttigieg have called for the creation of a “Heartland visa" that would draw talent to rural, often 
overlooked communities. Seventy-one percent of employers in our survey said they would 
support this initiative (Figure 17). 

The proposed end to the Deferred Action for Childhood Arrivals (DACA) program, currently set 
to be decided by the U.S. Supreme Court later this year, will have consequences for business as 
well. In 2018, more than 100 leaders from corporations including Apple, Facebook and Amazon 
co-signed an open letter calling on Congress to protect Dreamers or risk “an impending crisis for 
workforces across the country.”* Likewise, 82% of employers in our survey said an end to DACA 
would have an impact on their talent pool, with 41% reporting that it would specifically impact 
the work authorization status of a significant portion of their high-skilled employees (Figure 18), 
compounding the skilled talent shortage and putting further pressure on the other employment-
based work authorization programs.

*Source: January 2018 Open Letter To Congress
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How do you think the proposed legislation to change per-country green 
card caps (e.g., The Fairness in High Skilled Immigration Act) would 
impact your business?

71% of employers said that they would support the creation of a visa that would encourage 
foreign nationals to consider working outside traditional coastal hubs

Would you support the creation of a new visa that would encourage 
foreign nationals to consider working outside traditional East and West 
coast hubs?

36% of employers said that if passed, the Fairness in High-Skilled Immigration Act will 
make their hiring and retention of foreign nationals easier. 31% said it would make hiring 
and retention harder

Q: 

Q: Figure 16

Figure 17

36%

31%

25%

8%

If passed, it will make our hiring and retention 
of foreign nationals easier

If passed, it will have no impact on our hiring and retention

If passed, it will make our hiring and retention 
of foreign nationals more di�cult

I'm unfamiliar with the proposed legislation

71%

12%

17%

YES

NO

NOT SURE
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What sort of impact would an end to the Deferred Action 
for Childhood Arrivals (DACA) program have on your 
company’s talent pool? 

82% of employers said that an end to the DACA program would have some impact on their 
company’s talent pool

Figure 18Q: 
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29%

13%
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GLOBAL IMMIGRATION

Increasingly, a reason for global immigration assignments is to retain employees when U.S. 
work authorization cannot be secured. For 48% of employers surveyed, placing or hiring high-
skilled talent unable to secure work authorization in the U.S. was the primary driver for their 
outbound immigration assignments, the most frequently cited reason by respondents (Figure 
19). Today’s tight labor market has also put a premium on employee retention. Consequently, 
global assignments are also becoming a relevant aspect of employee development and retention 
strategies, with 31% of employers listing rotational programs used to reward or develop high 
potential employees as the primary force behind their outbound immigration work. Another 36% 
listed succession planning as a driver (Figure 19).

Employers are also reacting to a polarized global climate around immigration. When asked about 
the process for sending employees to several countries, employers said that Canada (52%), U.K. 
(36%), India (35%) and Germany (33%) have become easier, while placing employees in Saudi 
Arabia (41%), China (36%) and Hong Kong (32%) is now harder (Figure 20). 

Geopolitical developments such as the recent protests in Hong Kong and the ongoing 
Coronavirus outbreak in China are highlighting the importance of swift employer action in 
situations of uncertainty or danger for employees. Our survey found that 61% of employers 
include provisions for duty of care (i.e. response to natural disasters, civil unrest, health issues 
or terrorist attacks) in their global mobility programs (Figure 22). Meanwhile, the U.K's departure 
from the European Union has further reaching impacts on business strategy and talent mobility 
for employers. Only 15% of survey respondents said that Brexit has not impacted their company in 
any way (Figure 21).

Internal challenges for employers include differing regulations in destination countries (44%), 
repetitive information and document requests (36%) and managing multiple relationships and 
partners (40%) (Figure 24). These challenges underscore the need to centralize and systemize the 
outbound immigration process.
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In your dealings with sending employees to the below countries over 
the last two (2) years, has the process become easier or harder?

Employers reported that sending employees to Canada, U.K., India and Germany has 
become easier, while sending employees to Saudi Arabia, China and Hong Kong has 
become more difficult

Figure 19

Q: Figure 20

48% of employers said that placing or hiring high-skilled talent unable to secure work 
authorization in the U.S. is the primary driver for their outbound immigration assignments

What is the primary driver (or driver in the increase) in your 
outbound (non-U.S.) immigration assignments?

Q: 
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Figure 21 How has Brexit and its uncertainty impacted your company? 

With Brexit still unresolved*, what are you still uncertain about?  

Only 15% of employers said that Brexit has not impacted their company in any way

46% of employers are uncertain about economic stability because of Brexit

Q: 

Figure 23 Q: 
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* Brexit had not occurred at the time of the fielding of this survey in November 2019

Does your mobility program include 
any provisions for "duty of care" (i.e., 
emergency response to natural disasters, 
civil unrest, health issues, or terrorist 
attacks?  

61% of employers include provisions for duty of care (i.e. response to natural disasters, civil 
unrest, health issues or terrorist attacks) in their global mobility programs
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What are your biggest challenges surrounding outbound (non-U.S.) 
immigration? 

Employers reported being challenged by differing regulations in destination countries 
(44%), managing multiple relationships and partners (40%) and repetitive information 
and document requests (36%)

Figure 24Q: 
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CANADA

As U.S. immigration policies tighten, savvy companies are setting their sights on Canada as an 
alternative destination for talent. In 2017, the country unveiled a strategy intended to address 
domestic labor shortages by streamlining the immigration process for employers and foreign 
nationals. Since then, the Canadian government set a goal to admit over 1 million foreign nationals 
to the country by 2021, and in 2018 alone, Canada welcomed approximately 320,000 immigrants.* 
Employers have taken notice; 74% of respondents said they considered Canada’s immigration policy 
to be more favorable than that of the U.S. (Figure 28). Employers cited ease of application (64%), 
shorter processing times (60%), more favorable permanent residency processes (59%), ease of 
transition from student visas to employee visas (45%) and a larger quantity of visas available (43%) as 
positive aspects of the Canadian immigration system (Figure 29). 

These immigration-friendly policies have provided Canadian employers with a steady supply of  
high-skilled talent and helped transform cities including Toronto and Ottawa into hubs for companies 
worldwide. Accordingly, 51% of employers surveyed said they were considering Canada for their 
company’s expansion, up significantly from 38% in 2019 (Figure 25). Sixty-five percent of employers 
are considering Canada primarily as part of their talent acquisition strategy (Figure 26), and 61% 
explicitly said that they are now either sending more people to or hiring more foreign nationals in 
Canada (Figure 27).

.

*Source: 2018 Annual Report to Parliament on Immigration, IIRC
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Are you considering Canada for your company’s expansion?

What is your primary reason for considering Canada?

Q: 

Q: 

51% of employers are considering Canada for their company’s expansion

65% of employers are considering Canada primarily as part of their talent acquisition 
strategy

Figure 25

Figure 26
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Figure 27 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 the policy of the U.S.?

61% of employers are now either sending more people to or hiring more foreign nationals in 
Canada

74% of respondents consider Canada’s immigration policy to be more favorable to employers 
than that of the U.S.

Q: 
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Employers cited ease of application (64%), shorter processing times (60%) and more 
favorable permanent residency processes (59%) as positive aspects of the Canadian 
immigration system

Figure 29What aspects of the Canadian immigration process do you find 
most favorable?

Q: 
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IMMIGRATION PROGRAM  
BENCHMARKING
The previous sections have illustrated the growing importance of employment-based immigration 
in today’s hiring world. As companies’ immigration programs scale, so do their data security 
and compliance needs. With Europe enforcing its General Data Protection Regulation (GDPR) 
requirements and California implementing its own Consumer Privacy Act, data security and privacy 
remain a source of concern for employers. Seventy-five percent of employers said that data 
security is of high or moderate concern when implementing an HR technology system (Figure 
37), and 39% said that secure document uploads were an important feature when selecting an 
immigration technology platform (Figure 35).

This final section includes additional benchmarking information about other immigration programs 
and practices that will help employers evaluate themselves against their peers to identify 
strengths and areas for improvement.
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How many different people at your company are responsible for 
immigration?

Figure 30Q: 
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What main sources do you use at your organization to handle outbound
(non-U.S.) immigration? 

What immigration-related perk packages do you offer?Figure 31

Figure 32
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What immigration-related perk packages do you offer? When you decide to re-evaluate your current immigration provider, 
what is the reason for doing so? 

Figure 33

Figure 34What is your system of record for immigration data? Q: 

Q: 
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Of the following features, which are crucial when selecting an immigration 
technology platform?

Q:Figure 35

Figure 36 Q: What criteria do you use to evaluate potential new immigration 
services providers? 
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Figure 37Q: Where does data security factor into your decisions about implementing  
an HR technology platform? 
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CONCLUSION

In the face of pressing labor shortages and increased scrutiny over the immigration process, 
talent mobility strategies are evolving. Companies are placing greater importance on foreign 
talent and are looking for creative new ways to manage their workforce needs in an environment 
where immigration policy is increasingly complex.

To prepare for the future of the workforce, organizations must evaluate internal processes and 
develop holistic immigration programs that can withstand government scrutiny and attract and 
retain employees who have more choices than ever. Meanwhile, governments must reform their 
immigration systems to meet the needs of employers in the 21st century so their countries remain 
competitive when recruiting the most mobile workforce in history.

.

The national survey was conducted online by The Harris Poll from  
Oct. 30 to Nov. 19, 2019, with 433 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. Questions relating 
to international (outbound) immigration were limited to the 255 respondents who indicated they had direct 
experience handling it at their organization.

SURVEY  
METHODOLOGY

35 ENVOY GLOBAL



23 10

15

28

6
3

12

13

7

1137

32

3

3

24

7

2

5

0 0 7

367
1 2

1
12

0

06

8

0

0

12
6

0

05

0

8
3

68

1

0

1

14

8

13

PEOPLE 
SURVEYED

COMPANIES  
SURVEYEDHIRING MANAGERS

HR PROFESSIONALS

219

214 PRIVATE

60%
PUBLIC

37%
GOVERNMENTAL 

AGENCY

2%

Q: What is your current department or functional area?

Sales/Marketing Operations

Finance/Accounting

IT/Product/TechHR/Employee Benefits/
Compensation/Recruiting Executive/C-Suite

Administration

40%

21%

13%

8%

5%

4%

4%

2%

1%1% 1%

Legal/Regulatory Payroll

Purchasing Other

RESPONSES  
BY STATE

FIRMOGRAPHICS
362020 IMMIGRATION TRENDS



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%

9%

10%10%

8%

9%

5%

2%

19%

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

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

31%

24%
15%

11%

19%

Q:

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

17%

13%

10%

10%11%

10%

8%

8%

4%
3%

7%

37 ENVOY GLOBAL



Q: What was your company’s total gross revenue? If you are not sure, please give your best estimate. 
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Manufacturing 12%

Nonprofit 2%

Retail 8%

Research 2%

Software 9%

Staffing/recruiting 1%

Telecommunications 4%

Transportation 2%

Other 12%

 51-100  101+

1-150  16-30

31-50

40%

5%

17%

13%

11%

13%

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? 

Q:
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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. We combine expert legal representation 
and proprietary technology to bring efficiency and 
transparency to the immigration process for employers 
and employees. Through our platform and services, 
we empower companies to acquire the best talent 
regardless of where they live, manage their entire 
global workforce and enable employees to take 
advantage of business opportunities around the globe. 
Envoy serves over 1,000 customers ranging from  
fast-growth startups to Fortune 50 corporations.

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.

 
Stay up-to-date  

For the latest on immigration news  
and policy changes, visit  

www.envoyglobal.com
 

http://www.envoyglobal.com

