
 

 

26th June 2020 

Expat Academy Round-up 

The last two weeks has included some of our regular events as well as some new ones. Virtually (of 

course) we have had an Expense Management Clinic, a Global Heads workshop on design principles, 

Advanced Presentation Skills training, a hangout, an APAC hangout and a catch up with our Network 

Sponsors. 

Current Challenges 

With the first tentative relaxation of some border restrictions we have seen some organisations 

looking to begin to move their critical and essential talent. With it has brought a fresh set of 

challenges for Global Mobility alongside the challenges this extended period of lockdown has 

already presented. In particular: 

• Many of our members are dealing with the country specific nuances that inbound or 

returning assignees will face. Whether than be the number of days quarantine required in 

that location, the ongoing restrictions still in place or the quarantine and testing fees that 

some countries are now charging, there certainly is not a ‘one size fits all’ approach in the 

support that is required. 

• President Trump’s recent proclamation has caused concern this week for a number of Global 

Mobility professionals and the impact will be outlined in more detail in the immigration 

update below. 

• Some organisations have seen dramatic changes with some projects being cancelled by 

clients whilst others being accelerated. All this provides added pressure to HR and Global 

Mobility in terms of ensuring the talent is in the right place. 

• At the start of lockdown some organisations applied salary reductions which resulted in 

balance sheet updates for assignees. Now some organisations are looking to reverse these 

reductions it has meant another re-run of the balance sheets for Global Mobility. 

• In some countries where lockdown is being lifted, some organisations are looking to move 

employees back into their offices albeit on a restricted or rotational basis. 

Immigration  

The immigration news this week has been mainly dominated by the Proclamation from the Trump 

administration ‘Suspending Entry of Aliens who Present a Risk to the U.S. Labor Market following the 

Coronavirus Outbreak’.  The entry ban takes effect from 24th June 2020 and is in place for the 

remainder of the year. The proclamation suspends the following categories: 

• H-1B professional workers; 
• H-2B temporary non-agricultural workers; 
• J-1 exchange visitors participating in an intern, trainee, teacher, camp counsellor, au pair, or 

summer work travel program; 
• L-1 intra-company transferees; 
• Dependent spouses and children of these visa holders. 

 

https://www.whitehouse.gov/presidential-actions/proclamation-suspending-entry-aliens-present-risk-u-s-labor-market-following-coronavirus-outbreak/


 

 

One of our Training Partners, Magrath Sheldrick, confirmed that individuals in the above visa 

categories who are outside of the U.S. on 24th June  2020, and who do not hold a valid non-immigrant 

visa or travel document (transportation letter, boarding foil, or advance parole document) are banned 

from entering the U.S. However, there are some exemptions to take note of: 

• any lawful permanent resident of the United States; 
• any foreign national who is the spouse or child of a United States citizen; 
• any foreign national seeking to enter the United States to provide temporary labour or services 

essential to the United States food supply chain; 
• any foreign national whose entry would be in the national interest as determined by the 

Secretary of State, the Secretary of Homeland Security, or their respective designees. 
 

In addition, the proclamation extends the Proclamation made on 22nd April 2020, affecting U.S Green 

Card applications outside the U.S., to 31st December 2020.  

President Trump has stated that by doing this it will free up 525,000 jobs for US citizens. However, 

many observers do not believe it will have the impact claimed as most organisations use the visas 

listed in the proclamation to bring in skills not readily available within the U.S. As a result, it could 

mean that organisations will find a way to employ their top talent from alternative locations. There 

is also the potential for companies to outsource more aspects of their business if they are unable to 

bring the necessary talent into the U.S. 

There was speculation in the NY Times that the EU are planning to retaliate by announcing they were 

not going to let U.S. citizens into Europe. In truth, the EU are working on announcement as to who 

can travel in from outside of the EU from 1st July and which countries would be deemed as high-risk 

because of the large number of new coronavirus cases. It has become apparent from draft lists that 

the U.S. is one of the countries along with Brazil, Russia, China, Uganda, Vietnam to highlight a few, 

that are deemed high-risk due to the high number of new cases of COVID-19. 

A number of large organisations have already highlighted their concerns about this proclamation and 

could launch an appeal based on the nature of the justification for introducing it. This could result in 

it being overturned.  

In China, there has been a spike of 250 new cases of COVID-19 in Beijing. The government has 

moved quickly to minimise the impact and has once again insisted that anyone travelling from 

Beijing to another city is quarantined for 14 days upon arrival. There is strict monitoring of their 

movement and they cannot use the subway or buses. 

Estonia, has announced a ‘digital nomad visa’ which allows foreign nationals who are engaged in 

jobs independent of location and time, mostly in the field of technology, finance or marketing, to 

work in Estonia. Those entering under this visa will be able to benefit from the low cost of living in a 

high-tech area and will also benefit from access to the Schengen Area. Given that the pandemic has 

forced many into a new way of working it will be interesting to see whether other countries also see 

the potential benefits and offer something similar to attract talent. 

Returning to work 

One of our Network Sponsors, Mercer, have undertaken a survey that focuses on the issues 

surrounding returning to the workplace. Fascinatingly, one of the questions asked whether 



 

 

companies were looking to change their remote working policy as a result of the pandemic. Almost 

70% indicated that they would be making some sort of changes. A further insight into the live survey 

results or to review them by region or industry click here.  

Remote Working 

The COVID-19 pandemic has shown that working remotely at scale is achievable, and for many 

employees, desirable on a full time and sustained basis. Across the globe, workers across different 

industries switched to remote working within a few days. Our Network Sponsors, PwC, recently 

undertook a survey that highlighted 84% of employees feel able to perform their role just as 

effectively when working remotely as they would in the office and 42% of companies are allowing 

assignments to start via remote working from the home country. 

As lockdown and travel restrictions ease, how will this experience of remote working affect 

employee’s willingness to return to the office? Organisations may need to embrace remote working 

as here to stay, but what does this mean when the “work anywhere” concept involves a cross border 

dimension? In this article PwC look at potential next steps and consideration that organisations 

should review when looking to update or change their policies. 

Global Mobility – Design Principles 

Expat Academy ran a workshop looking at Global Mobility design principles.  Many companies, 

during this pandemic, are taking the opportunity to look at the purpose of Global Mobility within 

their own organisation. Kate Fitzpatrick, from our Network Sponsors Mercer, highlighted that it 

should be considered in terms of the broader business, talent and reward strategies, as well as 

company culture. For example, defining Global Mobility’s purpose as a strategic talent mobility 

business partner may not be realistic if your organisation does not yet have an underlying mature or 

global outlook with regard to talent management more broadly. She recommends using your 

expertise to educate and influence senior stakeholders as to the value this could bring, but in the 

short to medium term, be adaptable to set the Global Mobility function and programme up for 

success within the current environment. 

Secondly, don’t under-estimate the power of industry and organisation culture. Harness it to effect 

change.  

Thirdly, GM transformation initiatives have a greater chance of success when there is top-down 

sponsorship of your approach. Find a senior stakeholder who can be your champion outside of your 

immediate sphere of influence. 

And finally, think creatively – big changes may be more possible than you think, sooner than you 

think! As organisations adapt to a new trading and operating environment in a COVID-affected 

world, fundamental changes to priorities and ways of working will offer up both challenges and 

opportunities for the Global Mobility function to restate or redefine their purpose in the very near 

future. 

For those interested in the wider workforce changes coming down the line, there are a wide range of 

resources and POV’s available on Mercer’s ‘The New Shape of Work’ site. In particular check out 

https://taap.mercer.com/covid19results
https://www.pwc.co.uk/issues/crisis-and-resilience/covid-19/remote-working---next-steps.html
https://www.mercer.com/our-thinking/career/the-new-shape-of-work-covid-19.html?


 

 

the  ‘Return to a New Normal’ report. It touches on prevalent themes such as employee wellbeing, 

remote working, and cost containment amongst many others.  

Author: Myrianthe Ewington 

Myrianthe has more than 15 years’ experience in the Global Mobility industry, both 

in house and as a provider across a variety of industries, from Banking through to 

Oil & Gas. Myrianthe aims to bring her Global Mobility knowledge and experience 

to ensure great content virtually and at the training sessions, Bite Size briefings, 

Huddles, Super Huddles and Conference. 

 

 

 

 

 

 

https://www.mercer.com/our-thinking/return-to-a-new-normal.html

