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Chad Graham

tsa good idea to make budgeting

for immigrant hires an annual
process prior to the beginning

of each year. Take into consid-
eration company growth, whether
your IT talent needs are growing, etc.
You also need to decide whether
or not the immigration hiring costs
come out of one budget — such as a
human resources or operations bud-
get — or should each department
have its own budget to manage?
Pros and Cons
There are pros and cons
to these two scenarios.
One of the benefits to having ev-
erything within a single department
is that it's easier to keep an eye on
those costs because they’re all com-
ing out of a single budget. That makes
what’s happening very transparent.
A uniform policy can be created to
govern how the budget is allocated.
The disadvantage is that it can be
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Budgeting for Immigrants

Should your company have one budget for hiring visa workers, or should each department have its own budget?

cumbersome for one department
to bear all that cost. For example,
if HR is responsible for the im-
migration budget, the entire HR
budget can quickly be exhausted.

Here’s what I've seen with grow-
ing companies: Lets say the visa
employee hiring budget is $100,000.
But then the hiring need spikes to
accommodate the rapid growth, and
within three months the budget is
depleted. On top of that, most of a
company’s immigration spend typi-
cally comes in the first four to five
months of the year due to the timing
of filing for new H-1Bs, as well as ex-
tensions for those who filed in previ-
ous years. This can put a lot of pres-
sure on the department taking the
budget hit. That’s the big downside.

TheMultipleDepartment Approach

My advice is to spread the cost
burden for immigration over multi-

ple departments, which is best done
by having the department hiring a
visa employee pay the cost for that
employee’s immigration sponsor-
ship out of its own budget. How-
ever, one of the challenges with this
approach is department heads tend
to have different positions regard-
ing hiring visa workers. One may
like it, and another may not. Or one
may be willing to pay extra costs,
such as sponsoring the employees
family, while others may not want
to incur those costs. That creates
a lack of companywide continuity
and can make it difficult to main-
tain a uniform immigration policy.

What most companies do is have
a universal policy on hiring foreign
nationals that each department head
is required to follow. However, its
still possible hiring managers may
want to hire visa employees, and the

department head may play the role
of an obstructionist. Being aware of
this up front can help to better man-
age this conflict. It’s also helpful to
have regular training for hiring
managers and department heads to
discuss the company’s immigration
policy and understand what's in-
volved in hiring a foreign national.

Understanding the ebbs and
flows of the immigrant hiring cy-
cle, having a clear budgeting policy
in place, and then wisely plan-
ning your annual budgeting will
make this component of your hir-
ing strategy run much smoother.

Chad Graham is the co-found-
er of the immigration law firm
Graham Adair. He's studied and
practiced business immigration
law since 2005. Contact Chad
at  cgraham@grahamadair.com.
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