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Chad Graham

nce your company reaches a
certain size, you'll likely have

a recruiting team. If you're

a small company, then you
probably outsource your recruiting
needs. Regardless, you should have
a discussion with the lead recruiter
and the recruiting team about what
to do if job candidates need im-
migration benefits. These applica-
tions will likely show up whether
youre expecting them or not be-
cause there are foreign students in
the U.S. earning bachelor’s, master’s
and doctorate degrees. These gradu-
ates will be applying for open posi-
tions — perhaps at your company.

Know Your Company’s Policy

The first step is to make sure your
recruiting team understands the
company’s position on hiring for-
eign talent. If the company is inter-
ested in doing so, then step two is
making sure a policy is in place that
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Hiring Immigrants

Never hired a visa worker before? It’s not that complicated, providing you know the steps to take.

assures all employees are treated
equally, regardless of national origin.

Next, recruiters must know the
legally acceptable questions to ask
these candidates. What is the per-
son’s work status? Can the particular
position be sponsored for immi-
gration? Can the person work on a
long-term basis if needed, or is the
person only allowed to remain and
work in the U.S. for a short time?
These are some of the questions that
need to be asked up front to deter-
mine if the person is a good hire
from an immigration perspective.

Its also important to decide
whether or not to hire direct or go
through a consulting firm. Do you
want to have and maintain control
of the person’s employment, or do
you want to be in a position to save
money upfront and not have to pay
the immigration costs so you can try
out the employee first? If, after your

“test drive” of the employee, you
decide the person is a good fit, then
you can negotiate with the consult-
ing company and see if you can hire
the person full time. (See my April
12 column, “Visa Workers: Hire
as an Employee or Contractor?”)
Interviewing Immigrants

Recruiters need to be careful when
interviewing immigrants so that
they’re nondiscriminatory regard-
ing the person’s national origin.
Asking the right questions initially
will then allow the person to open
up and share his or her immigration
status. At that point, the recruiter
can dig a little deeper into the ex-
act details of the person’s status.

Once the recruiting team finds
someone who needs a visa, they
should inform human resources. HR
would then reach out to an attorney
to learn the costs in hiring an immi-
grant, what the timing will be, what

information and documents are
required, and any potential issues
with immigration sponsorship.
To reduce the chances of hiring
someone who has used falsified
documents, I strongly recommend
companies enroll in E-Verify —
a nationwide system that can
verify whether or not the person
is authorized to work in the U.S.
Were currently in an era of
increased immigration enforce-
ment at all levels, so it’s critical
for companies to not only be sure
they are hiring viable job candi-
dates, but to also ensure compli-
ance with all legal requirements.
NEXT WEEK:
Budgeting for immigrants.
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