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INTRODUCTION
METHODS
During the research phase of the project, each country partner conducted two focus
group/interviews. Those interviews were held to identify ideas, opinions and issues in the area
of supporting migrants to start their own business or entering jobs matching their skills level.
The first focus group was formed by a minimum of 10 migrants currently working in jobs
beneath their skills or education level. The participants of the second focus group were a
minimum of 5 people working with migrants, as for example training organisations and
business start-up organisation. The questions during these interviews were similar, cocreated by all the partners. They were based on pre-agreed themes in order to assure crosscountry and cultural comparisons as well as ensure collection of unbiased information.
GENERAL OVERVIEW EUROPE
Overall, the labour market has improved in the recent years, with a decrease in
unemployment in all member states (Employment and Social Developments in Europe 2018,
European Commission). Nevertheless, the situation of workers in the different European
countries differs greatly. Figure 1 shows the percentage of people that while being employed
is below the risk of poverty (Sustainable Development Indicators, Eurostat). Employment is
often claimed to be the best protection against poverty, therefore it is important to understand
the complex situation of working people and their differences. Therefore, considering the
country of origin is a good indicator to understand in depth the situation of migrants and
refugees in Europe.

Figure 1 In work at-risk-of-poverty rate. 2017. Eurostat
Migrant population in Europe, especially those from non-European countries faces higher
risks of poverty and exclusion rates. As presented in the Europe 2020 indicators – poverty
and social exclusion, between 2010 and 2016 these risks have increased for those living in a
country other than their country of origin (both from outside EU and inside the EU). In Figure
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2, we can see how in 2016 people born outside Europe had a 39,2% risk of poverty or social
exclusion rate, while the risk of people living in their country of birth was 21,6%. The risk of
poverty and social exclusion for people born in a European country other than the one of
residence was 24.5%. In almost all the European countries the rate of poverty and social
exclusion was highest for people born outside the EU, being The Czech Republic, Poland,
Hungary and Latvia the exceptions.

Figure 2 People at risk of poverty or social exclusion by broad group of country of
birth, by country, 2016. Eurostat
Employment rates among non-European migrants are considerably low in Europe. As Figure
3 shows, the employment rate of non-European nationals between 20 and 64 year old was
14,8 points below than the total employment rate. Furthermore, there employment rate has
not increased considerably from the economic crisis, being the 2017 rate lower than the levels
recorded in 2008. As presented in the Annual Review 2017 of the European commission on
Employment and Social Developments in Europe, migrant workers from outside European
Union tend to carry out low-skilled and insecure jobs. Also they face more temporary
contracts and poorer working conditions (European Commission, Employment and Social
Developments in Europe, Annual Review 2017, 2017, p. 83).

Figure 3 Employment rate age group 20-64, by citizenship, EU-28, 2006-2017.
Eurostat
Foreign born workers in the OECD area, regardless of their level of education, are
concentrated in low-skilled positions (International Migration Outlook 2018: Labour market
outcomes of migrants and integration policies in OECD countries). On average, one out of
three tertiary educated migrant is over-qualified, which is 12 percent points higher than for
natives. Nevertheless, on average the employment of intra-European migrants is higher than
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for natives. Across the OECD countries there has been a trend to create integration
programmes for migrants and refugees, noticing that where those programmes have existed
for some time are increasingly tailored (International Migration Outlook, p. 79). OECD
countries are increasingly promoting the acquisition of language skills and developing
assessments and recognition systems for migrants’ qualifications (International Migration
Outlook, p. 79).
Despite these increasing policies, first generation migrants face differently unemployment and
over qualification than native residents. The most recent data on obstacles getting a suitable
job by migration status, labour status and citizenship highlights that the most common work
obstacles for first-generation and second-generation immigrants were lack of language skills,
followed by lack of recognition of qualifications (Eurostat: First and second-generation
immigrants - obstacles to work 2014).

Figure 4 Work obstacles by migration status and background, 15-64 age group,
2014. Eurostat
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INTRODUCTION
A new Integration Act and a new Act on Danish Courses for Adult Aliens and Others came
into force on 1 January 2004. It was based on an agreement with the social partners and local
authorities on promoting integration in the labour market and fit the government’s general
policy of ‘more people in work’. The purpose of the new law was to secure flexibility and
personal development for newcomers in relation to the labour market. The public sector’s
efforts were redirected to three tasks: counselling and upgrading; job training in private and
public companies; and employment with a wage supplement. The duration of the formerly
three-year individual integration contract was extended (to the point where the immigrant
receives a permanent residence permit, which is normally after seven years) and its form
changed in order ‘to underline the responsibility of the individual foreigner for his or her
integration into the Danish society’ (Ministry of Refugees, Immigration and Integration Affairs,
2006b, p. 61).
The figures for aggregate employment of immigrants in Denmark are low. Employment rates
for native-born Danes stood at around 78% in 2005, as compared with 56% among the
foreign born, and 51% for the foreign-born from non-OECD countries. In few other OECD
countries is the disparity between employment rates for immigrants and the native-born,
across all education levels, as high as in Denmark. Although immigrants in Denmark are less
highly educated than the native population, their rates of qualification do not appear to be any
lower than those in other countries. The gap in employment rates between highly skilled
native-born and foreign-born workers is even higher (19%) than the gap for low- (15%) and
medium-skilled workers (15%). This is particularly challenging for Copenhagen, where most
of the immigrants are located and where labour market scarcity is most acute. Fourthly,
Copenhagen has a lacklustre track record of attracting high-skilled foreigners and the number
of immigrant arrivals, as well as of foreign students, is relatively limited. Copenhagen’s share
of immigrant population is below average compared with that of other metropolitan areas.
(OECD, 2009, pp. 11–12)
In order to improve community awareness on the needs of migrants and refugees it is
important to understand the differences on employment situation of native-born and migrant
populations. This comparison (image 1) of self-employment rates between the native-born
and migrant populations shows that in Denmark the gap between migrant population that is
self-employed (European and non-European) is small, being the native population the lower
one. This is different than the average of the EU, where the percentage of native selfemployed
p
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ersons is higher than EU-born and non-EU-born, on that order.

Image 1: Eurostat

1° PART: MIGRANTS
Crossing Borders has during March 2019 conducted interviews with migrants currently
working in jobs beneath their skills/education level and interviewing migrants that have their
startup companies or are planning to become entrepreneurs.
In total 3 focus groups have been organized with participation of migrants from various ethnic
background, such as: India, Bulgaria, China, UK, Brazil, Romania, Martinique, US,
Philippines. Educational background of participants was also different: majority of participants
in the interview already had higher education before coming to Denmark and three of them
were part of the Danish educational system (one in secondary school, and the two others had
bachelor and master education). There was also difference in the period they arrived in
Denmark. Some of the participants arrived in Denmark recently, last year, and some came
more than 10 years ago.
There are also diverse reasons for the participants coming to Denmark: dual nationality (one
parent is from China and other is from Denmark), education, family reunification, labor
migration, better job opportunities and one participant immigrated to Denmark by coincidence.
Some of the migrants were very successful in job they were doing back in their home
countries and others had strong intention in seeking better job opportunities, education or
skills improvement.
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ENTERING THE WORLD OF ENTREPRENEURSHIP
Migrant entrepreneurs that want to set up their businesses within a new economic, political
and cultural setting requires specific competencies. The ability to navigate within several
different context is already very demanding. The role of become both a migrant and an
entrepreneur, that embraces the social and cultural aspects can be challenging.
Why would someone then venture into this demanding labyrinth of administrative, legal,
economic, and socio-cultural wanderings, which often have hidden aspects and require
persistence to be solved?
There are several reasons of becoming entrepreneur, but we recognized that there is a
stronger profile on migrant entrepreneurs when it comes to their background/country of origin.
Migrants from middle east and Asia have a much stronger drive to establish themselves as
entrepreneurs than other migrant groups, and this is higher than ethnic Danes in wanting to
start a new business.
Some researchers mention that a strong motivation and experience with entrepreneurship are
important factors. Research by the Rockwool Foundation (2004), for example, concludes that
ethnic minorities choose to be entrepreneurs for the same reasons as Danes do, to be their
own boss. Others stress the strong push effect to be entrepreneur comes from the labor
market where the chances for these groups have been limited, particularly because their
education and skills are not accepted.
It is obvious that those factors do not exclude each other and that they reinforce themselves
in different levels. Self-employed migrants in Denmark are often forced to go into the
entrepreneurship business, but also feeling strong motivation, particularly within specific
groups.
A report from the OECD (OECD, 2009, p. 82) makes the following brief general assessment
of migrant entrepreneurship in Denmark: ‘The entrepreneurship rate among immigrants is
relatively low. Immigrants often use self-employment as a means of escaping marginalization
in the labor market, but the self-employment figures for immigrants are comparatively low.
Although there are no formal obstacles to self-employment in Denmark directly related to
immigrant status, it may be more difficult for immigrants to obtain loans. This is probably
related to the fact that most immigrant entrepreneurs start up in sectors with low entry barriers
and intense competition, such as restaurants.’
The data that we gather from our participants- migrants entrepreneurs, combined with
interviews with stakeholders, desk research and field work, leads to two general observations
on challenges on the development of migrant entrepreneurship in Denmark:
•

social – cultural factors

•

administrative, economic and legislative factors

While migrants tend to set up businesses at a higher rate than their ethnic Danes, they face
greater obstacles mostly due to the limited social capital, language barriers, access to
financial institutions, and lack of understanding the Danish market.
To answer the question about challenges of starting business in Denmark we analyzed what
participants in the interview experienced in this process and challenges in their participation in
the Danish labor market: their attitudes, concepts, learning biographies, as well as everyday
life, how they explain or justify the efforts they undertake as entrepreneurs and how they
define the role of migrant entrepreneur in their real life contexts. This also allows us to create
a conclusions and hypotheses of possible effects on the economy of the country.
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SOCIO – CULTURAL FACTORS
For many participants of a research study, one of the biggest challenges in entering the labor
market in Denmark is language. (“Even if you can live in Denmark without knowing the
language, it can never be the same.”) Some of the participants said that they regret they
didn’t learn language from the very beginning. The language makes you feel more involved in
the city, but despite that there are many other advantages that go with language.
“If you don't speak Danish, unless you are working for an international company just forget it,
you are not getting a job here, is as simple as that. All the expats groups say the same. I don't
speak Danish, I'm super qualified, and I cannot get a job.”
“I was never invited to the study groups, and I knew at the time that it wasn't because they
didn’t like me, but because they had to do the extra effort to include you. But later, in
University I run into the same problem. I remember that professor that told me, for someone
who's not Danish you are doing well. I didn't know how to react, because he was actually
trying to encourage me.”
Similar to language barrier, cultural differences are rated as very challenging in the process
of entering the labor market. These two factors are very closely connected and has strong
interaction.
“Culturally is just being difficult to navigate. Because I come from a culture (UK) where we
focus in one of the intelligences, more academic than social. Which I don't completely agree
with it either. Because that you are not academic doesn't mean that you are not intelligent.”
“You prepare your resume based on your work experience from other country and you don’t
know how to prepare your profile for Danish company. If you are not aware of it then you
don’t know why your resume is rejected and there is no explanation.”
As we can notice understanding work culture and environment can be another key point,
but also the profile of the work. If it is management role it is very likely that employers look
for Danish person. It is easier to find a work if you work in the technical field and on a lower
position, and there is a clear division of job roles. For example, in the Asian community there
is quite good integration in terms of migrant employment, but it is employment within the lower
classes, that means domestic care helpers, au pairs, cleaners etc. It is only the second
generation of Asian migrant workers that are successfully integrated in the Danish society.
Migrant employment with Middle East societies is doing poorly according to our interviews.
Among them there is discrimination, particularly between male population. An example is if an
educated person applies for an internship to finish technical education, usually they get
refused so they cannot finish it and end up on unemployment. Entrepreneurship is their way
out, but then they work in family store or create their own stores. Migrants from Middle East
countries are especially found to have their own business, usually local shops, cafes,
restaurants etc. This is not necessarily good for them, because that discourage them to take
higher education. Also, that influence the overall higher education of migrants in Denmark.
Despite higher education migrants quite often can be discriminated based on their ethnic
background and integration issues. Many employers discriminate because they think it can be
cultural clash or language difficulties and create discrimination among employees. On the
other hand, they can be discouraged from their families because their parents did not have
success in education or finding job, and they do not want their kids to be in the same
situation. When and if they find employment, it is usually a job with lower education and lower
qualifications than they have.
“I think there's something to be aware of if you're coming and starting a business which is
that, if you're not Danish that could be your first barrier. You know, because you have to learn
the system and how things work and whatever. And if you're not European there's a whole
other challenge and if you're not white or blend in, then there's a whole other challenge. And, I
mean, it's not like...it's not playing the racism card. I think that whatever culture you're in you
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have these challenges - if you're coming from outside. It's just you stand out more some
places than others and it makes it difficult.”

Social network is clearly a predominant category for most of the interviewees. The analysis
shows different aspects of this benefit, including social contact inside and outside the
classroom/workplace, socialization and social integration, making new friends, connecting
with different people and communities is crucial and can give a lot of information. Our
participants mentioned that when for example NGOs organize events that is beneficial where
people can meet and share experiences and challenges. Support groups where you share
challengers and experience are very important. In situation when you start business for
several times you need moral support as well.
Another aspect that needs to be mentioned is the difference of image between migrant
and refugee in Denmark. Refugee is usually with Middle East background and from Islamic
community and seen as young and uneducated (usually) male.
Both in 2014 and 2015, the vast majority (almost half) of asylum seekers to Denmark came
from Syria. They make up the largest group of asylum seekers. The Danish Labor Ministry
(2016) in dialog with the municipalities concludes that majority of refugees do not have
compulsory education. Unsurprisingly, the reason for the weaker levels of education in
comparison with other groups is because most of asylum seekers were still very young when
they applied for asylum in Denmark. Thus, they have not yet reached so far in the education
system. No wonder, that the statistics (ROCKWOOL 2017) show 66 % of refugees does not
have a degree above the primary school. In comparison with Asian migrants that are mostly
seen as integrated into society. Middle eastern migrants even if they have higher education
they are perceived negatively.
In general migrants from EU countries have better acceptance in starting their business.
There is also difference in the type of entrepreneur – from EU countries usually are tech
startups and from non-EU countries it is small shops, cafes, restaurants, which is perceived
differently.

ADMINISTRATIVE, ECONOMIC AND LEGISLATIVE FACTORS
When you plan to start your business in Denmark it is very important to get familiarized with
the new system and know how it works (rules, laws, policies, guidelines, procedures etc.)
Most information is digitalized and in Danish or have very poor English versions. That
makes very hard to find proper information and apply through the right channels. The situation
requires help from someone who speaks Danish fluently and knows where to find information
online. Additionally, is requires patience and persistence.
“All documentation and available information are in Danish. When you work in food industry
there are many rules you need to follow and that you are not aware of if you don’t look
deeper. We didn’t want to get risk of doing things wrong, so we ended up paying legal
consultancy, which is pretty much costly”.
“There are things you should do, and can do, and then there are the things that you must do.
And knowing what you must do so you don't get into trouble is important. Because if you learn
to late, it might be a fine, but that fine could close your business down if it's substantial. Also,
the things to watch out for, to be aware of, that you don't want to do...”
Before starting business, it is important to have capital and for that reason you may need loan
from bank. In Danish society to receive loan you need to show how you will be profitable and
have your own money to invest as well. If there is no starting capital to invest or show future
profitability, then it is hard to gain access to a loan.
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“…In Denmark there is
no grant you can apply
for
to
start
your
company and its up to
10.000 DKK, where a
bank needs to support
you. An example, banks
usually don’t believe in
reliability
of
startup
business
especially
from migrants’ side…”
One more important
factor
is
market
research: they must
seriously think about to
make
unique
and
quality
creation,
to
promote it to public, ensure consumers, and competitive price of the product. It is necessary
to make research on demand of services or products, testing it without losing a lot of time or
money. Advertising and finding target group and price for the service/product. (“I didn’t know
how to price it so I ended up paying from my pocket when I hosted first event”). The valuable
lessons learned by our participants entrepreneurs is to start business in low risk
environment, test it and find out slowly and build on the momentum.
“In International house they give you general idea, but it’s not very specific and enough. Also,
those programs are just for people from Copenhagen area and you don’t have access to them
if you are out of the city. Help is very general, and they cover the topic but don’t go in details –
which is not enough. They should offer you guides as soon as you get CPR number (Danish
ID number). Without that you have to search what would be helpful.”

2° PART: STAKEHOLDERS
During March 2019 Crossing Borders conducted interviews with stakeholders working with
migrants and refugee entrepreneurs. The five stakeholders have been interviewed and the
results of those interviews have created report to show the challenges for migrants and
refugees face in the Danish labor market today.

STAKEHOLDERS PROFILES
Yes Cph is an organization with a mission to create fair employment opportunities for all
refugees in Denmark. They offer an affordable, reliable and quality service that is provided to
refugees in ensuring good working conditions and reasonable wages. The company’s
strategy can ensure sustainable integration opportunities for refugees while giving businesses
a positive working environment and a chance to give back to society.
https://www.yescph.dk/om/
The Refugee Food Festival is a citizens’ led initiative, founded by the charity Food Sweet
Food with the support of the UN Refugee Agency (UNHCR). The idea of the festival is for
restaurants to open and entrust their kitchens to refugee chefs, to share tasty and unifying
moments. Beyond the annual festival Food Sweet Food develops activities to support the

11

professional integration of the festival’s cooks: catering services, culinary events, cooking
shows, cooking workshops, conferences and testimonials. This year Refugee Food Festival
will be in Copenhagen for the first time.
http://www.refugeefoodfestival.com/?lang=en
Action Aid Denmark has almost 70 years of experience with development work and their
work aims to improve poor people’s conditions of life, for them to manage without support in
the long run. Target groups are primarily women and youth.Together with local organizations
they work to empower people living in poverty and support them in understanding and
demanding their rights, and for them to build a democratic and sustainable societies.One of
the big areas of work is rights in Denmark among asylum seekers, young people and as part
of the teaching in the schools. The methods are designed to help people take the stage and
find out they have a voice and ability to contribute to society and change their own situation.
https://www.ms.dk/en
Fair Nomad Society is a concept store located in Copenhagen and founded by My Fair Shop
/ Nomad Living / Naked Society. Their shared belief is in fair production and love for design,
interior and lifestyle products which have led to this cooperation. Their wish is to show that
there is now a myriad of quality products on the market that are both great to look at and use,
and where the production has been sustainable for the people and environment, etc. Person
that stand behind this idea is Charline Charli Skovgaard, entrepreneur, philantroph,
sustainable expert and refugee volunteer. After being stylist/creative director in 2010. she
decided to only focus on clients with a sustainable product - been the first PR &
communication, Fair Styles with 100% ecofriendly clients.
https://www.my-fair-shop.com/pages/om-os?lang=en
Celine Faty – visibility and branding coach, after almost 20 years in the music industry,
Celine changed her professional career and made big turn over into fashion. As a result, in
2011, she created QIIM, a unique “African-inspired” clothing line. Through her entrepreneur
journey she became a visibility and branding coach. She helps people around to identify what
they are uniquely gifted at. Her motto today is to empower people to take action and boost
their self-esteem so they can have the life they deserve.
https://celinefaty.com/

According to the stakeholders two of the most significant barriers that migrants and refugees
are facing when entering labor market and starting their business are: language barriers and
not understanding administrative system and legal framework. Economic difficulties are
also recognized as big obstacle in entrepreneurship process as well as lack of awareness and
support from employers and institutions. Significantly the cultural barriers and integration
issues are the main issues explained in the focus group interviews with the stakeholders. The
migrants and refugees also lack basic digital skills (Not able to use Danish websites) and lack
of understanding of the Danish consumer norms compared to ethnic Danish entrepreneurs.

SOCIO – CULTURAL FACTORS
In the interviews with stakeholders the Danish language barrier is described as being an
important obstacle for refugees and migrants to either start up their own business or become
employed. Language is being described as very important in starting up your own business,
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because you have to be able to communicate with clients and partners. In starting up their
own business they have experienced firsthand challenges with the language:
“(...)one of the major issues that he faced is that a lot of the documentation that you get as a
company and that you need to start as a company, Denmark doesn't have it in English. So
basically, we come back to the language, but you need someone who can read Danish, who
can speak Danish, and Danish is a hard language.”
The language barriers for migrants starting up a business, both is in reading and speaking the
language. A lot of the official documents you need to understand or sign to be able to start
your own business is in Danish. Language can be a barrier even for migrants or refugees
speaking the Danish language, because your accent can be an obstacle if you want to start
up your own business or want to be employed. In the interview the consultant, who has an
Afghan background, gives an example of how it has been a barrier in finding a job:
“My dad for example he came as an adult and he will always have an accent. No matter how
well you know the language, no matter he learnt the language within 6 months and took this
extremely difficult Danish test he will always have an accent. It´s a barrier for him.”
The biggest difficulty then is connected to current legal framework, where the tools available
to support migrant’s employment and entrepreneurship are written in Danish and in that way
not available for them. Web sites and other places where they can get more information are
not targeted to migrants and refugees:
“Even when they are translated it is very poor translation and they need to have international
version of understanding. Enthought, many tools are accessible and online, but it still does
not encourage enough and put in right network”
In the interviews with stakeholders discrimination was also highlighted as one of the major
problems for refugees or migrants in either finding a job or starting up their own business. As
one of the interviewees stated, “If your name is Mohamed is harder to find a job that if your
name is Martin”. In the interview with the consultant from ActionAid the exact same thing was
mentioned and elaborated:
“We had an event at ActionAid where we talked with a scholar who had investigated this, and
he found that if you are a man with different ethnic background and maybe Muslim and with a
name as Muhammed you have to send double the amount of application to be called into a
job interview compared to if you are Danish man with a name as example Martin.”
In all interviews it is stated that employers discriminate in who they call into job interviews
from the names of the applicants. If you have a Danish name as Martin, you are twice more
likely to be called into a job interview than if your name is Mohammed. It is much harder for
men with different ethnic background or “Muslim names” to find a job, says the consultant
from ActionAid. She mentions difference in barriers in finding a job or starting up your own
business.
Discrimination is often seen at the labor market in the unequal opportunities for European and
people born outside Europe in finding a job. In the entrepreneurial world there is
discrimination that can be seen in the kind of businesses non-European people are able to
own in Denmark. According to the consultant from ActionAid it is mostly in specific industries
that they become entrepreneurs e.g. have a small kiosk or a bike repair shop. There
opportunities for starting a different business might be rather limited. The same is seen on the
labor market, where refugees are overrepresented in specific sectors, where there is often a
lot of discrimination e.g. cleaning, taxi, hairdresser or hospitality.
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Nevertheless, discrimination is not only present based on ethnic background, but based on
gender as well. From the perspective of the stakeholders, the difficulties that refugees and
migrants face to start their own business are higher for females than males. All our
interviewees emphasize how the entrepreneurial world is male dominated:
“The entrepreneurial world is mainly tailored into men right now. It doesn't facilitate refugee
women that much. Just the way that you know the whole business setup”.
It is difficult for a lot of people with migrant or refugee background to establish relations to
Danes. Having a network when starting business is stated as very important, especially to
begin with. Sometimes even if they have the network it is not supportive enough. One of the
major components is the attitude – when entrepreneur do not see themselves as a migrant
but as a fully integrated then that will help them be perceived differently, although it is a longterm work. Having a Danish network is perceived as a central point in order to start their
business. Having the right network is one of the keys to access the labor market, but it is
presented as being difficult and hard to get even after many years:
“We know that in Denmark, and maybe most other countries as well, most people who gets a
job is because of their network. Most of these people [refugees] don´t have a network. If they
have it´s mostly within the ethnic minority group that they are a part of”.
“The biggest barrier which a lot of people feel, even those who have lived many years in
Denmark is their network, which is difficult to create relations to ethnic Danish people, who
can maybe help”.
“In Denmark if you are not in the right network you are nowhere. And usually, these migrants
don't have the right network to begin with. If they do have a network, it might not be
supportive in order to becoming an entrepreneur”.

ADMINISTRATIVE, ECONOMIC AND LEGISLATIVE FACTORS
In starting up your own business as a migrant, refugee or a Dane to need to know the system
and legal framework for entrepreneurship. But, in the opinion of the interviewees, there are
some challenges migrants and refugees face, which Danes do not.
“Here (in entrepreneurship) the barriers are fewer plus they have an everyday life they can
control themselves. It´s not as bad as if they were employees and had to find a job. Most
people think there are bigger barriers in applying for a position you must be hired for. But I
think on an administrative level you meet a lot of barriers if you are an entrepreneur.”
Interestingly the barriers in becoming employed has more to do with discrimination, and for
entrepreneurs it is bigger issue than administrative barriers. In starting up a business the
administrative barriers in terms “(...) how you take a loan, establish a CVR number and all
those kinds of things.” It is the legal and administrative barriers that migrants or refugee
need to overcome to be able to become an entrepreneur.
Another underlined problem mentioned in the interviews is the Danish integration system
itself: “It has a way of viewing the individual as someone who cannot make decisions for
themselves. So, it will place them in the system as opposed to help them see themselves in
the system.” According to the interviewee individuals are placed by government officials into
the system, without having an influence on where they are being placed. This makes it hard to
become entrepreneur, because to become an entrepreneur you need to know your
opportunities, which was reiterated by other stakeholders. Migrants and refugees face also
problems to navigate the existing economic system to support entrepreneurs:
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“If they had the money, they would become entrepreneurs but the economic barrier and
knowledge about where to find founding if you don't have the money yourself, it does that
they don´t know their opportunities. I don't think if ever met anybody who doesn’t want to start
up their own business, but they don’t have the money for it”.
The consultant from ActionAid states that a lot of migrants and refugees wish to become
entrepreneurs, because they do not thrive in sectors as; taxi, cleaning or chain stores, where
migrants and refugees are overrepresented. She mentions different reasons of their poor
wellbeing in those sectors, but generally it is due to discrimination either from customers or
colleagues. She mentions that one of the main barriers for them to become entrepreneur is
the economic aspect. If you are a refugee you often had a lot of money before you fled, but
you have spent most to be able to flee to a foreign country. If you are a migrant you often
choose to migrate because of labor opportunities - the wage or working conditions are better,
but often they do NOT have a lot of economic capital migrating from their country of origin. It
seems to be a wish for many, to start up their own business, but it depends heavily on their
own economic situation, knowledge of where to find funding and network, which will be
elaborated in a later section.
Despite the fact that there are a variety of support opportunities available, as mentor
programs or start-up incubators, they can be difficult to find and navigate. Interviewees
recognize that there are good options to assist entrepreneurs and they list different institutions
and organizations; but those organizations might not be easy to approach:
“One of the things that Denmark is good at, it that we have a lot of incubators, which is state
funded or municipal funded houses or places where you can go to get advice. But at the
same time, you need to know that they are there, so you need to understand the system. And
if nobody tells you where it is, or that it is there, you are not going to find it, most likely”.
“The majority of that advice you find in PDF, and if you are not accustomed of finding this
things on-line, because you are from a society where you talk about things, not read it on a
PDF then you actually won’t find your support to find information”.

The valuable lessons learned
In this last part we will introduce some advice, practical suggestions and positive changes
gathered from the stakeholder interviews. Advice is centered around the activation of civil
society, the creation of successful mentoring programs, more comprehensive approaches to
the legal advice given to refugees and migrants that want to open their own business and the
detection and prevention of discrimination in the working environments.
Stakeholders perceive civil society as a strong element to improve the access to the labor
market to refugees and migrants. They recognize that civil society is very active in Denmark
and that is one of the key elements that should be utilized to help refugees and migrants into
the Danish labor market.
“It is about activating the civil society, that is really activated in Denmark, a lot of people that
usually don't do anything, but they say " I have to say something" so, perhaps is organizing
the civil society around making a difference perhaps is one of the biggest things”
In the interviews interesting initiatives on actions based on civil society were presented in
relation to having “successful migrants” support other migrants:
“There is room for improvement within civil society. Some civil society organizations do help
them [migrants], but a key for success is to find people that has experienced themselves
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difficulties, so they can mirror themselves. People need to understand that they are not alone,
and that the person that is helping them is a person that has done the same thing that they
do”.

A holistic approach in helping refugees and migrants is fundamental:
“So, for example they will help you set up your business, but they might not understand that
you are doing your family reunification case next to it. They will know it, but they won’t
understand the process. So, having this holistic approach to it, I think that could help more
people, tailor it, to support every aspect of a refugee life”
It is also important to detect and punish indirect discrimination:
“If you in a bigger degree sanction labor union when they don´t act rightfully. And we lack
laws that covers indirect discrimination. At the same time as that indirect discrimination is
hard to. We lack laws that protects the employers from indirect discrimination. And the
ordinary citizen is in lack of information about it, their own rights and how they can use them.
Another thing is concrete leaders/managers who are responsible for employees. There needs
to be trainings about the rules and laws about discrimination. The same for people having
interns. They need to especially aware of the intern’s rights and safety.”
One of the main strategies in improving equal opportunities and access to the labour market
and business field for migrants is improving teaching skills and give them opportunities
for mentoring and coaching, especially peer mentoring. Informal help is also recognized
as a good approach, and it exist trough giving tips, translating necessary materials and finding
suitable education and/or work.
From the interviews we conducted with stakeholders we realized that successful rate in
working with migrants entrepreneurs is higher if help comes from person that went through
the whole process. Therefore, many NGOs that have employees with migrant background
can make much deeper influence because they can understand the challenges better. On the
other side there are student organization working in this field that can provide huge theoretical
understanding, but don’t know how to give advices from experience.
The business mentorship and workshop program according to our participants can
allow migrants to have their start-up ideas go through a screening phase, so their business
plans fit the Danish labor and consumer markets. This is to ensure, as much as possible
methodological development of their start-ups ideas, so it can be realistic prerequisites for
becoming active social efforts towards employment in their own business or obtain internships
in other successful start-ups - and that their developing efforts will be realistically rooted in
operational business or educational plans that fit the Danish markets.
“Migrants have to take action. Here you can succeed with your business, it might take a little
bit longer, but you will succeed. Don't be scared by your ethnicity, your language. Don't be
scared about who you are, and your idea can be successful. Love yourself, and don't listen to
the word minority. We all should be together. All the immigrants coming here should have the
opportunity to not think themselves as a minority. We all have something to bring in the table.”
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CONCLUSION
Migrants entrepreneurs typically face many barriers, not just as migrants with settling in new
country, but also understanding working culture, administrative and legislative rules.
Basic disadvantages for migrants starting their business in Denmark is understanding
language and in addition to that other cultural factors. Equally important is understanding of
rules and regulation that often mislead them with many formalities that they do not
understand. Being entrepreneur, whatever is a reason brings completely new field where you
need to establish you work from scratch – market exploration, target group, competition,
advertising. Also, migrant entrepreneur feel discriminated compared to mainstream population
which quite often discourage them.
Integration process and establishing network play the key role in this situation. Group of
support, encouraging network and more organized initiatives between migrants would give
“wind in the back”. That would also give easier access to navigate through the Danish society
when establishing business but also entering labor market in general.
According to interviews training programs on how to search for work that matches your
qualifications and skills database with all the information step by step how to start business
would be very helpful to utilize better entrepreneurship skills. It seems that making legislative
laws and policies easier and easily accessible guidelines could be key factors to success for
migrant entrepreneurship support and effective outreach.
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USEFUL LINKS AND FURTHER READINGS:
International Citizen Service
http://icitizen.dk/
International house Copenhagen
https://ihcph.kk.dk/
https://international.kk.dk/business
Innovation Fund Denmark
https://innovationsfonden.dk/en/node/726
Information for an unemployed migrant with academic background and startup ideas
https://aka.dk/nyheder/2018/ivarksatter-sog-ind-pa-vores-startup-program/
Information for low skilled migrant that want to start a business in Denmark
https://www.startupsvar.dk/startup-guide-uk
Funding opportunities at The Social Capital Fund
https://densocialekapitalfond.dk/en
INITIATIVES
Trampoline house
https://www.trampolinehouse.dk/
The friendly people's organization
http://www.venligboerne.org/
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INTRODUCTION
Kirşehir province hosts thousands of refugees sent by the government and as the interview
shows most of them are Iraqi people living in here. The second group is the Afghans as they
consist of a huge number following the Iraqis. We do not have so many Syrians as they are
sent to the other provinces. The number of the Syrians are about 2000 in Kırşehir. Officially
Non-Tr citizens are not allowed to work as they do not have necessary requirements to enroll
in the social security system. All the refugees and asylum seekers are under the protection of
health system but they still need to live on and earn money as the families left their properties
and money back. There are supporting bodies such as municipality and NGOs together with
the UNCHR but they are not sufficient for a proper life standard.
Some refugees already started their own business as an entrepreneur and the rest are
working un-officially in different sectors of the service. The refugees especially from Iraq are
well educated and have professions as university graduates but language barrier lowers the
chances of finding a job in Turkey. Most of them work in areas other than their professions.
The majority does not have a job and they try to find daily jobs in the center. There are
Afghanis working in the fields and villages as they are needed in the production and animal
breeding sector. Some interviewers were students and they were trying to get the necessary
documents to validate their previous education in their countries and trying to learn Turkish.
They are provided with adult professional courses by the NGOs and the municipality so that
they can work or sell what they have produced.

1° PART: MIGRANTS
Methodology
Kırşehir Valiliği interviewed 14 refugees from different backgrounds, who came to Turkey In
order to select the participants, the consultants visited immigration office, and interviewed the
refugees willing to participate. The refugees were given the assurance that their personal
information would stay safe. Anyway they were ok to give their personal details as we were
officials from the Public Office. The participants were mostly interviewed individually. The
refugees were invited to the head office where we have our meeting facilities and gathered in
the same hall. They were assisted by the migration office staff and asked if they need any
interpreters in case they do not speak English or Turkish. We have interviewed 5 female and
7 male refugees. Each interview we conducted lasted around an hour. All interviews were
held at the offices of the Educational Directorate. We had used the same format provided by
the coordinator namely the questionnaire for the refugees. All the interviewers were from the
local area and the ones living in the city center. We were able to meet and interact with
different nationalities covering Syria, Iraq, Afghanistan and even Palestine. Interviews were
conducted face to face and the ongoing talk reported by the consultants in a briefed mode to
get the main topics out of the whole talk.
We have visited the NGOs to interview and asked for a proper infopack that we can use for
the evaluation. We have tried to understand the circumstances stakeholders have in the
frame of entrepreneurship and what they offer for the migrants and refugees.
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Respondents’ characteristics
We have interviewed 5 female and 7 male refugees. 6 of the participants said that they were
single, and their relatives were in their native country and in here Kırşehir. The rest were
married and their family members were also in the province living together with them. The
younger ones were students and they were trying to learn Turkish to go on their education in
Turkey. The refugees especially from Iraq are well educated and have professions as
university graduates but language barrier lowers the chances of finding a job in Turkey. Most
of them work in areas other than their professions. The refugees are mostly here about 2
years and have different backgrounds regarding to their age and profession. We even have 2
students who are not attending a school anymore. Main jobs were; Vlogger – Unemployed,
Student – Trying to have higher education at Business Management, Export Officer –
Working at SGDD – ASAM, Volunteer, Interpreter – Unemployed, Interpreter – Unemployed,
Politics Law – Unemployed, Student – Aiming to go to the university
Administrative staff – Working with UN office at the local base, Non-professional – Trying to
start own business
Construction worker – Freelance working, Carpenter – Freelance working
IT expert – Unemployed, Civil Engineer and Self Defence Sports Trainer – Unemployed,
Doctor- Unemployed
As for the education level they have; High school graduate - Officially Accepted
High school graduate – Applied for the university education
Bachelor Degree – Officially accepted
Translation Studies degree from University – Officially accepted
Secondary school graduate – Officially accepted
Political Law at Kabul University – Officially Accepted
High school graduate – Applied for the university education
High school graduate from Pakistan – Applied for the university education
High school graduate – Applied for the university education
Civil Engineering University graduate – Not applied for the acceptance yet
Secondary school graduate – Officially accepted
Bachelor Of Business Administration – Officially accepted
University of Technology graduate and Greek and French languages studied – Officially
accepted
Pre-university degree at medical science - Officially accepted
The refugees stated that except the students they all had jobs in their own countries till they
lose their country and flee out of there. They informed us about the professions they had
before and we have observed that they were working in the fields they mentioned above. 2 of
them were jobless before they moved and 2 of them were students. 4 of them had their own
family business and the rest were working in different sectors of their professions. The
refugees we have interviewed were all fleeing from the war or the bad life standards they
have in their own countries. Life risk was too high for them to handle in respective countries.
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Expectations before emigrating
All the 14 refugees gave the same reason for their arrival in our country. The refuges
interviewed explained that the only motive for them to leave the country was escape from the
war and protect their children. They have never thought about the job opportunities as their
primary motivation was to stay alive. Of course when they had the chance after arrival they
searched for opportunities to live on in Turkey. Unfortunately they were not really successful
in finding jobs related to their own skills. The psychological situation of the refugees are well
as they are treated as an isolated individual. Culturally they feel comfortable to be a part of
the community and that has already been realized by them. Without language and validated
diplomas and training they are not confident in looking for work. Most refugees work in
unregistered daily jobs to support their family.

Information and training received
The Migration office gave information about the facilitation and how they would have the
social services during their stay in TR. They gathered more information about the job
opportunities and education chances after they left the camp and start their living in the cities
Migration office assigned. “The main problems that kept arising were; language issues, lack of
qualifications, and experience. Furthermore, lack of IT skills made it hard for the participants
to look online and fill in job application forms. The biggest problem is I'm not a stranger. So I
am employed by employers with less salary or in uninsured jobs as we are not Turks. I think
that this problem can be solved more if the government increases the supervision of the
employers. ”Sometimes the public can distinguish between attitudes of refugees. All the
participants except one declared that they are not having any kind of training program or
similar activity. The answer is not so different from the other countries running the surveys.
“My wife, the merchant, constantly travels to Iraq for this reason. We want to get a tourist
residence here but we do not have such a possibility. If only I could. ”We were there and we
built a business We already opened a shop here, selling spices. “I’m already in my own
country I myself contractors. I had a construction company and 50 workers. I would like to be
able to do this here too.”
“I can say everything outside her as a good experience. I have a normal life here and no fear
of life safety. First, we live better than in Turkey, homeland, people treat us very nice and
helpful. The reason for our negative experiences is language. Because they do not know the
language, my children cannot go to school and cannot continue their education. Thank
goodness we are living in a good country, happy here. But my children could not continue
their education due to language disability. Their future is gone, I feel sorry for him. ”Life here
is difficult for us. My money is not enough, my brother works but they do not pay enough. But
there is still an order, we have safety. The people of this place are merciful and helpful, they
care very well for us. And we have the safety of life. But living here is hard, it is expensive for
us and there is no business. ”I like people here they are good and the laws are fair and I like it
we feel eased our pains after the bad experiences we had in our own country. ”I found that
this country is safe and sound and that people love their country very much and they
sympathize with the Palestinian and provide us with all required facilitation.”
“As for the negative points that I faced here, my language is not fluent and that means lack of
awareness of this beautiful country’s laws. My experiences in my country, What we have
faced were not good I was with my friends we worked together and cooperated with others
but we were not lucky after they destroyed and threatened our future.”
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Challenges in the search for employment or self-employment
The refugees that are employed stated their desire to want to go onto a training course that is
related to their current job, for example one refugee works in the construction industry doing
building work. He stated that he would like to enroll on a carpenter work course, in order to
gain the skills and necessary qualifications. But as stated before, most are not sure whether
or what they need to train for, or said that they did not need training. It seems to be so
because they do not have complete knowledge of what they can be capable of achieving.
They have very limited goals and concepts.
“From now on I would have had to make a distinction between Turkish originated refugees
and Arab origins. And since we are foreigners, most of the people are refraining from giving
their homes to the rent. Apart from that, I would like to be able to send my children to the
school near our house. We have 6 children, 3 go to school, and there is a school set up to
send our children away but far from home. That makes it difficult.”
The refugees are happy as they do not feel discriminated or isolated in the society thanks to
the similar backgrounds they have. The biggest issue for them is to be considered as an
officially permitted worker and have the chance to support their families. In order to integrate
into the community, the most of the refugees stated that they would like to go on a language
course (including those who already had attended the course but it wasn’t enough learning);
this would therefore allow them to hold conversations with their neighbours, and allow them to
go onto job interviews. The Iraqi refugees have professions they want to improve and use in
Turkey so that they can earn money and contribute to the economy. “I have had a huge
experience regards civil engineering, sport, and even trade, that I can guide plumbers,
workers, smith and many others and even train them to gain skills . But I like to enrol in a
training course to learn (AutoCAD) for designing on computer because I am an old graduate
and that time civil drawing and designs were manually and I did not use this application. The
public education centres and provincial offices cooperate with the immigration office to
provide language training and enrol the refugees so that they can learn and communicate
with the community. Interestingly children are eager and faster in learning, which makes
parents take advantage of this through communicating their children. Most refugees are here
for more than 2 years and they can communicate to facilitate their needs. The new generation
is compensating the gap by attending the schools specially prepared for them by the ministry
of education.

Useful supports when searching for employment
Many of the refugees want to work or set up their own businesses (such as shops) in the TR
as it is in partner countries, in order to settle here and have a stable, comfortable life. They
expressed their desire to be able to speak better Turkish.
“The war does not end in Iraq, it has been going on for years. This is now like our country. I
hope we are not fired. Even if the state wants us to work here and give citizenship. To teach
my children and give them a good future. We do not have any news from Syria. We cannot
live there anymore, so I want to make a good life here for my children.”
“We wanted to go to America but rejected without our application. We do not have a place to
go other than this country. That's why we want to live here and live here. I want to learn
Turkish. I want to go to college by training. I want to use the skills I've got there in my life. ”To
get a nationality because I am a Palestinian 1948, my country is gone, to prove that I am a
human who have a life and a home country, Since I was born lam a refugee and unfortunately
until now I did not get refugee card from UNHCR in Ankara Turkey although I have been in
Turkey two years, But in lraq I was holding refugee card and I couldn't have any privilege
because I am Palestinian and a refugee.”

23

Useful supports for business start-ups
Turkish Employment Agency established for aiding activities of protecting, improving,
generalizing of employment and preventing unemployment, and for executing unemployment
insurance services has obtained a structure that enable it to implement active and passive
labor force policies alongside its classical services of finding jobs and employees within an
extended mission area. The refugees have learnt about the grant programs Agency is offering
and they are applying for the grant to run their own business to practice their skills.
The governorship supported them with the official documentation for the ones who are trying
to open a shop and sell something they produce or import. The refugees accept that it is not
easy to live only with the money provided by the government and UN.

2° PART: STAKEHOLDERS
Respondents’ characteristics
1—Turkish Employment Agency
Turkish Employment Agency established for aiding activities of protecting, improving,
generalizing of employment and preventing unemployment, and for executing unemployment
insurance services has obtained a structure that enable it to implement active and passive
labor force policies alongside its classical services of finding jobs and employees within an
extended mission area.
2– Kırşehir Municipality Social Services
Family Activity Center as a modern and special place was opened for service in 2012. This
modern center contains some courses such as educational courses, social and sport activities
for women. Within the body of Family Activity Center “Youth Center (BEGEM)” and “Street
Mansions” were brought into service in 2013. Since its opening, The Youth Center (BEGEM)
draws great interest from youth between 14-30 years old. BEGEM is a social service center
giving youth chances to evaluate their leisure times according to their interests, wish and
abilities within the framework of the social, artistic, educational, cultural and sportive activities,
protecting them from bad habits and performing studies that enable youth to join actively to
the society. The aim of the center is ensuring the youth to be social by supporting the self
improvement of them. There are variety of sportive activities there such as chess, foosball,
table tennis, billiards and within the body of the center there is a library and a book cafe. Also,
there are clubs. These clubs are always in function.
The Municipality of Kırşehir added a new one to its services that it makes in the social
municipality workings field.
3—Ministry of National Education Provincial Directorate
4- SGDD—ASAM Refugee help center
Founded in Ankara in 1995 in order to assist refugees and asylum-seekers to produce
solutions to the problems that they encounter in Turkey, First organization that used the term
of ‘asylum-seeker’ in its name in Turkey,
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More than 1,500 employees in 83 offices covering 47 provinces across Turkey (social
workers, protection officers, case workers, field workers, health educators, family consultants,
psychologists, lawyers, peacebuilding officers, disability experts, language and skills trainers,
interpreters, volunteers, administrative staff)SGDD-ASAM offers services to refugees and
asylum-seekers regardless of their language, religion, gen-der, race, sexual orientation, age
and political views. Our beneficiaries: Afghans, Iraqis, Iranians, Syrians, Somalians and
asylum-seekers and refugees from more than 50 nations.
5– Kırşehir Solidarity Foundation. Many of the refugees want to work or set up their own
businesses (such as shops) in the TR as it is in partner countries, in order to settle here and
have a stable, comfortable life. They expressed their desire to be able to speak better
Turkish. The foundation supports families within the budget provided by the TR government. It
helps the ones who wish to have a life in here and go on to integrate the society through
providing house and money together with the social services.
The interviewed NGOs and Stakeholders help the refugees in respective fields;
1. Learn Turkish
2. Receive training in skills and professions that they would need
3. Have a confirmed residential status in TR
4. Have their own Business
5. Have work that can support them and their families. Almost all of the plans the refugees
addressed were related to work, therefore they would need to find jobs, in order to find jobs
they would have to attend courses to gain qualifications and experience.

Starting a business: general context
The interviewed stakeholders implied that there are differences between refugees and
migrants as most migrants re-educated in TR and they have necessary skills to run their own
business. Turkey has a great potential in terms of population and even the refugees with that
number pose a great opportunity for the startups. The main issue is subsidy of the new ideas
as the refugees are escaping from their countries after leaving all the commodities they have.
In Turkey founding a company is an easy process but the owner should be a valid residence
permit. Most refugees are getting the permits after a long process. The tools for the
employment and startups are provided by the employment agencies and representative
branches of the UN.
Civil society organizations are an important employer for Syrians under temporary protection.
According to stakeholders, there were 150 national and international NGOs and about 14,000
employees working in Gaziantep by the end of 2015. However, as of that date, the state
started strictly monitoring international NGOs working at the border. Irregularities on the part
of international NGOs in relation to the obligation to employ people with work permits have led
to a significant number of administrative fines. In one case, the Magistrates’ Court of Hatay
has annulled such a fine on the ground that it is incompatible with a special protection
provisions for humanitarian aid NGOs in the Law on Work Permit of Foreigners and the
Refugee Convention.
Temporary protection beneficiaries have the right to apply for a work permit on the basis of a
Temporary Protection Identification Card, subject to regulations and directions to be provided
by the Presidency. The Regulation on Work Permit for Foreigners under Temporary
Protection, adopted on 15 January 2016, regulates the procedures for granting work permits
to persons under temporary protection.
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Temporary protection beneficiaries are required to apply for a work permit in order to access
employment. An application for a work permit may be lodged following 6 months from the
granting of temporary protection status, by the employer through an online system or by the
beneficiary him or herself in the case of self-employment.
The Regulation foresees an exemption from the obligation to obtain a work permit for
seasonal agriculture of livestock works. In that case, however, beneficiaries must apply to the
relevant provincial governorate to obtain a work permit exemption. The Ministry of Family,
Labor and Social Services may also limit the number and provinces where temporary
protection beneficiaries may work under seasonal agriculture of livestock jobs. Beyond
special rules in the context of agriculture and livestock work, the Regulation prohibits
beneficiaries from applying for professions which may only be performed by Turkish nationals.
When deciding on the granting the right to apply for a work permit, the Ministry of Family,
Labor and Social Services takes into consideration the province where the beneficiary resides
as a basis. However, it may cease to issue work permits in respect of provinces which have
been determined by the Ministry of Interior to pose risks in terms of public order, public
security or public health.
The Ministry may also set a quota on temporary protection beneficiaries based on the needs
of the sectors and provinces.11 The number of beneficiaries active in a specific workplace
may not exceed 10% of the workforce, unless the employer can prove that there would be no
Turkish nationals able to undertake the position. If the workplace employs less than 10
people, only one temporary protection beneficiary may be recruited. Despite the legal
framework introduced in 2016 to regulate access to the labor market for temporary protection
beneficiaries, substantial gaps therefore persist with regard to access to employment in
practice. Beneficiaries receive little or no information on the work permit system, as the
number of community centers providing information about such opportunities remains limited;
15 centers operated by Türk Kızılay in 14 provinces as of October 2018.
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Major challenges for refugees/migrants to become to start their own business
The refugees are having great difficulty in language and their qualifications are not fully
approved or accredited by the official organizations.
There is unrest for the refugees as they work in the freelance daily jobs at a very low cost
which affects the local workers. The daily tasks do not require a work permit as it is not
insured.
There is an unnamed discrimination among the workers as the refugees ask for lower cost
than the TR workers which make the local people irritated.
Dealing with more than 3.5 million refugees is not easy as we are not prepared for that much
influx in terms of laws and rules for the employment. That means we need better instruments
to help the refugees and especially right way of distribution among the cities to let them live
where they are needed most.
The government should have a bank for the competences and direct the refugees to work in
the respective area of work at the right place. We need tools to guide the refugees and us
(Stakeholders).

Evaluation of the legal framework and instruments available to support migrant
employment and entrepreneurship
We are not prepared in the legal framework and the government should imply new rules to
help the migrants.
Considering the interviewed bodies the best and closest organization to help refugees is the
employment agency. They have the direct contacts with the sector and know where there is
need. They also have experts as job counselors who may help each refugee according to
their skills.
As it is a public institution they even can direct the refugees to the right courses and trainings
to attend.
They have limited grants for startups and ready to award them to the ones in need as long as
they prove they have the capacity to develop the business they are projecting.
The country is not ready to handle so many refugees and rules will not apply for all as they
are really crowded. Most of them are not qualified as they are people escaping the war but
not the kind of people who are looking for new jobs following their education in their own
countries.
Those people needs guidance to follow the steps to start up business or get a certification to
work at a job.
Many employers know and aware that the refugees are good workers they mostly abuse them
with low wages as they do not have a work permit. The interviewed stakeholders emphasized
there is e great need for communication tools among the refugees and the other parties to
help in finding jobs. Secondly inclusion is not a big issue to deal as the working areas are
going to be formed of mixed nationality workers. The important thing is to follow the rules
which are going to be readjusted according to the needs of refugees or migrants.
The 2 interviewed stakeholders have great importance in employment. National educational
provincial directorate is important as they provide the necessary training and certification for
the qualifications. Second one is the employment agency as they are the ones to find the right
job for the right person. These 2 parties should work synchronized to help the migrants find
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their own ways to live on rather than depending on the support from social organizations and
United Nations.

Significant strategies to promote equal opportunities for access to the labor market
and business start-ups
The governorship, municipality and the employment agency is now running its tasks as a
bridge between the refugees and the local people to diversify the society.
The best way to do is to find opportunities to be integrated in the service sector.
What should we do to protect and treat these people who are trying to survive in extremely
difficult circumstances? There is a single answer to this question: There must be a firm stance
against systematic exploitation, deprivation from fundamental rights, hate speech and
discrimination against refugees; and act as advocators for the delivery of quality health
services immune from any discrimination or segregation on the basis of nationality, race,
religion or class.
Role of stakeholder in job search and business start-ups
The interviewers reminded us some very basic issues they face following at least 2 years in
Turkey.
1. Although it is free lack of access to correct information on health facilities and relevant
services
2. Not being able to use means of transportation
3. Lack of access to rehabilitation technology
4. Situations threatening psychological health post war effects
5. Problems in cultural adaptation
Our stakeholders interviewed are preparing local events and workshops to raise the
awareness among the locality and produce publications in the migrants’ languages to help
them integrate in the society.
The respective interviewed stakeholders also present reports on the situation to the higher
institutions to help them prepare new frames in the law for the migrants.
The stake holders help the community to be welcoming and helpful. The number of the
refugees in the province are too high and it is normal that the government cannot handle all
the facilitation for them. Still people are happy to be supported by the authorities and NGOs.
The educational facilities are run by the public and they are pretty sufficient for the refugees.
As for the NGOs the country is not really based on facilitation of the civil society. The
refugees are trying their best to form groups and help each other through sharing their
information and food they have together with the houses in case they are needed. They are
happy with the attitude of the society and that is what makes them eager to stay longer in
Turkey.

Strategies pursued by specific organizations
Refugees make up a quite dynamic group; there are some returning back to Syria, there are
newcomers, those leaving Turkey by crossing the sea, others changing their places within
Turkey, there are also new-borns and other who died while in Turkey. According to AFAD
sources there are 270,000 refugees in 25 camps located in 10 border provinces; ten times as

28

much as this are out of camps, mainly in such border provinces as Urfa, Hatay and Gaziantep
where they stay with their relatives or just anywhere, trying to survive.
There is a large group settling in İstanbul. There are others concentrating in such Aegean
provinces as İzmir and Çanakkale planning to cross to Greece. There are Syrians in almost
all 81 provinces in the country.
Now Syrians can work in Turkey legally. But still, incidences of informal employment and child
labor, which are both already prevalent, are expected to rise. People staying out of camps
have no regular assistance. Even when some aid comes from NGOs, international
organizations and local governments it is hard to say they are distributed equally and fairly.
Some refugees are employed at workplaces established by other refugees or owned by
Turkish citizens. These are mostly in the sectors of textile, construction and agriculture. They
work by getting 1/3 of what is normally paid in a given sector. Since their employment is in
most hazardous works and without preventive measures, the incidence of work accidents and
the risk of occupational diseases are high. Many workers are children, as they are preferred
to adult workers. Refugees living in south-eastern provinces work as agricultural laborers in
summer, getting half of the normal wage rate.

Identification of fruitful approaches and best practices
Negotiations between the European Union and Turkey suggest that a large part of refugees
presently in Turkey will remain here for a long period. The recent legislation entitling work
permit to refugees in Turkey is a reflection of this prospect in labour markets. While being a
positive step forward, it should be carried further including citizenship and right to benefit from
all available services.
Initiative should also be taken to solve the language problem faced by refugees. While setting
up the infrastructure for Syrians to learn Turkish, there should also be brochures in their
language providing information about the ways of accessing and benefiting from available
services including health in the first place as well as their rights. The process may require the
employment of translators in public institutions. Refugee children should continue their
education in Arabic while also taking courses to learn Turkish. Those in need should be
provided support in terms of food and shelter. Also, there may be long-term loans with easy
repayment conditions for Syrians to have their own homes.
Refugees with education and occupation may be enabled to continue their professions in
Turkey after equivalency comparisons. Vocational training courses may be launched for
unskilled refugees. Presently existing problems such as child labour, informal employment
and wage rate below minimum should be eliminated by strict supervision.
There are some programs the refugees can take part and work within the scope of
employment and forming a career.
The SGDD-ASAM together with the UN program has a tool named MSRP Online Recruitment
Tool for the refugees in TR. This tool is now open for refugees as well in TR for specific posts
regarding the call.
The number of work permits issued to temporary protection beneficiaries has slowly
increased following the adoption of the Regulation on 15 January 2016. By the end of 2017,
between 6,000 and 8,000 businesses were owned by Syrian nationals, In 2018, 1,595 new
Syrian-owned companies were set up. In Şanlıurfa, for example, the Association of Syrian
Businessmen has signed a Memorandum of Understanding for the investment of 80m TL to
establish 20 factories with a total employment capacity of 1,500 workers.
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CONCLUSION
We have interviewed with 5 NGOs and stakeholders to learn about the organizational
capacity and support for the refugees available in the region. The report informed us the
perspectives of the refugees and asylum seekers in Kırşehir. More interestingly we have
learnt that most of them are happy to be here and not planning to leave as they feel safe for
themselves and their families. We have asked questions regarding their needs and how they
survived through the process of migration. The second scope was for the NGOs and
Stakeholders to learn how they help the refugees. They live on the money provided by the
government, help by the municipalities and NGOs. There are some who try to run their own
business or work in the industry sector but the rate is very low. The migrants here are all
under the protection of social security system provided by the government and it is completely
free for them. The children are provided with education at schools.
We researched information about refugees using the info packs provided by the provincial
migration office and NGO named SGDD-ASAM. Kırşehir hosts many organizations working
on migration issue mostly public ones. Kırşehir hosts around 16.000 refugees from different
countries, mostly the Afghans and Iraqis. In this report we have asked the respective
questions to the representatives of each organization to have a precise idea on the latest
situation regarding employment status of the refugees in our province. According to the latest
available figures from the Turkish Directorate General for Migration Management (DGMM)
currently there are more than 3.9 million foreign nationals present in Turkish territory seeking
international protection. Most of them are Syrians 3,567,130 and the rest coming from Iraq,
Afghanistan, Iran, Somalia and other countries.

*Data Source DGMM, 29.03.2018
The interviewers reminded us some very basic issues they face following at least 2 years in
Turkey.
1. Although it is free lack of access to correct information on health facilities and relevant
services
2. Not being able to use means of transportation
3. Lack of access to rehabilitation technology
4. Situations threatening psychological health post war effects
5. Problems in cultural adaptation
Turkey is an outstanding country in terms of migration movements.
• There is a need to diversify employment opportunities for Syrians to find ways in which they
can market their home-based products.
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• Rent increases in urban centers must be controlled. In each neighborhood a maximum
rental must be set with respect to given environments and housing quality.
• Local authorities must identify unhealthy and insanitary dwellings for necessary
improvements or, if not possible, provide other housing opportunities to their dwellers.
• Assuming that many refugees will not be able to return, the right to education must be
guaranteed together with necessary curriculum adaptations.
• Translation services: In each hospital or polyclinic, there must be a person on duty speaking
Arabic/Kurdish.
• Absence of official registration: Registration is a must to be able to benefit from all rights and
services that refugees are entitled to.
• Failure in using family doctors effectively: Refugees must be informed about health services
that they can benefit from
• Assuming that many refugees will not be able to return, the right to education must be
guaranteed together with necessary curriculum adaptations. The educational directorate has
formed a commission to qualify and accredit the education migrants have.
• Not covering the cost of medicine (prior to the latest circular, the implementation of AFAD
articles related to medicines provision had varied by provinces): Reimbursement of costs of
medicines must be made uniformly according to the AFAD Regulation in all provinces.
• Social support: Episodes of health service delivery alone may not be sufficient. In order to
avoid malnutrition related disorders like anaemia, vitamins must be included in urgent health
aid deliveries particularly for women and children.
•The Employment Agency is also forming a bank of the jobs and services that may be
provided by the migrants for the sectors in need. This will be helpful to make the contacts
among them and better conditions to get the work permits for the refugees.
Unacceptable labor conditions in urban centers have often led to large-scale movements such
as a November 2017 strike of shoemakers in major cities including Istanbul, Izmir, Adana,
Gaziantep, Konya and Manisa, demanding lawful employment and better working conditions
in workshops.
Poor health and safety conditions at work are also a matter of concern. According to figures
from the Worker Health and Safety Council (Isci Sagligi ve Is Guvenligi Meclisi), 108 refugees
lost their lives in work-related accidents in 2018. Deaths in the workplace have mostly
occurred in the agricultural and construction sectors, but also factories during fire incidents.
Women, in particular, face significant challenges in obtaining effective access to the labor
market. This is due, on the one hand, to obstacles such as lack of childcare and lack of
information and training opportunities. On the other hand, traditional gender roles assigned to
women as caretakers, especially in southern Turkey regions such as Şanlıurfa, mean that
women’s access to public space is limited compared to men, while training opportunities
mainly revolve around traditional vocations such as hairdressing or sewing. In addition, where
they do take jobs outside their homes, women in the textile sector often face discrimination
and ill-treatment. This is namely the case for ateliers operating without license in Istanbul,
where women and girls work in the rear of basements and in windowless rooms for long
hours.
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USEFUL LINKS AND FURTHER READINGS:

Turkish Employment Agency
https://www.youtube.com/watch?v=Eg3TydlrJCI
https://www.iskur.gov.tr/en

Migration Directorate
http://www.goc.gov.tr/En_3

Helpful Guides for Refugees
https://multeciler.org.tr/eng/
Information for refugees
https://www.mhd.org.tr/en/information-for-refugees
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INTRODUCTION
According to the EU’s “Small Business Act Fact Sheet & Scoreboard”, Romania ranked 6th
out of 28 Member States in 2018, in terms of entrepreneurial activity. Another analysis
conducted in the aforementioned report reveals Member States’ relative position to each
other, with regard to their entrepreneurial performance and progress. The variables taken into
account when measuring entrepreneurial performance included: people’s desire to start their
own business, the rate of start-ups per 100 inhabitants, the activity of young entrepreneurs,
and the attention paid by the mass-media to the activity of SMEs.
Most countries were clustered around similar levels of performance and progress, measured
as the compound annual growth rate over the past decade (2008-2018); however, Romania
stands out as one of the Member States that made the most progress. While this has to be
understood in the wider context of the country’s comparatively low starting point, it stands to
reason that entrepreneurial activity is clearly on the rise in Romania.
While past trends look promising, the current reality is less rosy. According to the World
Bank’s “Doing Business” report, Romania dropped 47 places (from 64 down to 111) in 2019,
in the global Ease of Doing Business ranking. The main reason was the introduction of a
fiscal risk assessment requirement, which made the entire process of starting a new business
in Romania more difficult. Another challenge entrepreneurs are faced with is the high
bankruptcy rate. In the “2017/2018 Annual Report on European SMEs” Romania ranked 6th
both in terms of annual company birth rates, with 12.5 companies set up per 100 inhabitants,
as well as in terms of company mortality rates, with 11 companies that went bankrupt for each
100 inhabitants.
Despite the relatively favourable entrepreneurial environment from the past decade, few nonEU migrants relocated to Romania to start a business here. Equally few non-EU nationals
decided to immigrate to Romania in search of a better job opportunity. Even though compared
to other Eastern European countries, Romania is perceived as being among the more
welcoming countries, at European level it is not seen as a highly desirable destination country
by non-EU citizens.
According to Eurostat’s “Migration and migrant population statistics” report, in 2016 the
Romanian citizenship was granted to only 4,514 migrants (0.5% of all requests). The largest
share of requests was granted to the Ukrainians (89%), followed by the Turks (3.1%) and the
Syrians (1.6%). During the same year, the Czech Republic granted its citizenship to 3,559
non-EU migrants, Poland to 3,460 and Hungary to only 1,014 non-EU citizens. Eurostat data
also shows that Romania’s foreign nationals were mainly citizens of another EU Member
State. In fact, according to Eurostat for 2017, Luxembourg boasts the highest share of
foreigners and Romania the lowest.
The statistics provided by the Romanian Inspectorate for Immigration reveal that there were
approximately 67,000 migrants and refugees at the end of 2017 in Romania. Luciana
Lăzărescu from the Research and Information Centre on Immigrant Integration estimates that,
of these, roughly 5,900 held working permits in 2017. The vast majority of permits were
granted to Vietnamese, Turkish, Chinese and Serbian citizens. Some of the most sought-after
professions included construction worker, welder, locksmith, carpenter, as well as highly
skilled jobs in the shipbuilding industry.
In Romania, the legal framework supports in principle the access of refugees to a wide range
of socio-economic benefits, such as the right to employment, housing, education, health care
and social assistance, and aims to facilitate their admission to an integration programme,
which includes cultural orientation activities, counselling and Romanian language classes.
Governmental institutions are responsible for integrating foreigners in their respective field of
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activity (e.g. labour, health, education, etc.) and institutional coordination is achieved through
periodic meetings with relevant decision makers and experts. The Ministry of Interior Affairs is
in charge of coordinating and monitoring the integration programmes and policies, with
support from the General Inspectorate for Immigration.
Recognizing that for many refugees Romania remains a last resort destination, Ms.
Lăzărescu addressed the main shortcomings of this integration programme:
“There is a governmental integration programme targeted at people with
international protection: a set of measures meant to facilitate the inclusion of
aliens in the society and their integration in the labour market. The programme
includes a Romanian language course and cultural orientation classes. Even
though the government programme exists and is in principle functional, the more
complicated and delicate issue is how well the institutions involved in managing
the various aspects of the programme work together.”

Methodology
The current study is based on two main components: literature review of the latest trends in
Romanian entrepreneurial activity and immigration patterns, and fieldwork carried out by
conducting qualitative interviews with two different categories of stakeholders: foreign citizens
living in Romania and relevant organizations involved in the integration of migrants and
refugees.
Two separate focus groups were formed, which included the following respondents: (1)
volunteers from EU Member States working for Romanian NGOs, and (2) organizations
working with migrants and refugees. To supplement the findings from the focus group
sessions, five separate in-depth interviews were carried out with foreign citizens who came to
Romania in search for a job opportunity or with the intention of starting a business here.
Detailed notes were taken during the interviews and entered into the appropriate survey
templates, with the permission and approval of the interviewees.
The individual interviews and focus group sessions were not recorded to ensure the
anonymity of participants and to facilitate a free-flowing, uninhibited discussion. Even though
all participants were given the opportunity to renounce their anonymity rights, only two of
them decided to do so: Katharina Häni, a young entrepreneur who participated in the in-depth
interview sessions and Ziad Al-Masalmeh, the external relations representative from the Free
Syria Community who took part in the stakeholder consultation.

1° PART: MİGRANTS
Respondents’ Characteristics
The authors of the report interviewed a diverse set of migrants in order to paint an accurate
picture of the needs and expectations foreign citizens have when relocating to Romania.
The first focus group interviewed was formed of five youngsters from EU Member States who
moved to Romania to volunteer with local NGOs. They will be referred to as R1, R2, R3, R4,
and R5. Their ages ranged from 20 to 28, with an average and median age of 24. Three of
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them were from France, one came from Spain, and another one from Italy. With respect to
gender, three identified as female and two as male. The volunteers came to Romania for a
period of six months initially, but decided to extend their stay in order to experience more of
the local culture and scenery. All but one of them had completed their bachelor studies in their
countries of origin, prior to moving to Romania. Cumulatively as a group, they held degrees in
Psychology, History, Social Sciences, Urban Development, and Fish Farming. All of them had
volunteered previously, two completed their civil service, and two of them held regular jobs
before coming here.
All three male participants to the individual in-depth interviews (i.e. R6, R7, and R8) were in
their 30s and early 40s. Two of them came to Romania from neighbouring countries (i.e. the
Republics of Serbia and Moldova) in the beginning of the 2000s, with the intention of setting
up a business here. The Serbian respondent (R6) received his bachelor and master degrees
in Marketing and Psychology from Romanian universities and started his entrepreneurial
activity shortly after completing his studies. The Moldavian interviewee (R7) graduated from
the Romanian Military Academy in Sibiu, but went back to Chișinău, Moldova, to attend the
Academy of Economic Studies only to return to Romania a few years later. Both of them held
full-time jobs before relocating to Romania. R6 started working at 15, as a video game
developer, to support himself throughout high school, whereas the R7 worked upon
graduating from the Academy of Economic Studies in sales for a telecommunications
company and in marketing for Coca-Cola.
The third male respondent (R8), a Dutch national, came to Romania two years ago after
having lived and worked in the Netherlands and Germany. In 2017, he accepted a high-profile
position as the Managing Director for the local branch of a Dutch manufacturing company and
relocated to Romania together with his family. R8 graduated from a Dutch University with a
diploma in Mechanical Engineering and has previously worked in business development in
Germany. It was not necessary to have his diploma recognized, for R8 to start working in
Romania.
The two female respondents (i.e. R9 and R10) were in their mid-20s and 30s, respectively.
R9 came to Romania from Turkey in the beginning of 2018, to work as a volunteer for a local
NGO. She holds a bachelor degree in labour economics, which she received from a Turkish
University in 2017. R9 had been working as a volunteer ever since her graduation but has
recently accepted an accounting position at Bosch and decided to extend her stay in Romania
indefinitely. During her university studies, she worked as a sales consultant in Turkey, which
she believes has made her transition from volunteering to the business world smoother.
As mentioned before, R10 was the only interviewee from the migrant group who agreed to
waive her anonymity rights. Katharina Häni immigrated to Romania from Switzerland 10 years
ago, after completing her studies, with the intention of setting up an organic farming company
here. The rest of her family relocated to Romania as well, and now they all live and work in a
quaint little village from Arad County. Katharina is a licensed agricultural engineer, a degree
which she obtained from a Swiss university. Similar to the situation of R8 and R9, it was not
necessary for Katharina to go through the process of applying for official recognition and
equivalence of her diploma, in order to be able to practice her profession in Romania.
Katharina was never formally employed but has done some volunteering work prior to starting
her own business.
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Expectations before Immigrating to Romania
None of the respondents from the first focus group had a clear idea of what to expect before
coming to work as volunteers for a Romanian NGO. They were intrigued by the prospects of
living and working in what they perceived as a “mysterious place”, an exotic Eastern
European country, of which they knew next to nothing apart from the fact that it was the
“home of Dracula, Ceausescu, Halep and Hagi”. Moving to Romania was an adventure and a
challenge for them, as well as a great opportunity to work with children from marginalized
communities and thereby contribute to a more inclusive society. All of them knew what they
would be doing in Romania before leaving their home countries and were excited to start their
volunteering service at the Rainbow Centre, in Arad.
The two male entrepreneurs we interviewed came to Romania with the intention of starting a
business here. R6 dreamt of having his own marketing agency, while R7 dreamt of setting up
a chain of teahouses. They both chose Romania because they believed they could benefit
from the favourable business environment of the early 2000s, but also because they saw it as
an untapped market, larger and more accessible than those from their home countries, where
they could easily develop their start-ups and become market leaders in their respective
segments. Other reasons provided by the two entrepreneurs when asked why they relocated
to Romania were of political nature. In the beginning of the 2000s, Milošević was still in power
in Serbia and the Communist Party led by Voronin had just won the elections in Moldova.
Both were convinced Romania offered them more opportunities and saw it as “a bridge” that
could connect them with “the West”.
R6 and R7 came to Romania on a study visa to experience the local culture and to gain a
better understanding of what it means to live here. Having a Romanian diploma also served to
facilitate their integration in the local society. R6 never went back to Serbia, while R7 returned
to Moldova only to come back again after a few years. In terms of societal expectations, R6
thought Romanians would be more cunning and darker skinned, whereas R7 expected them
to be friendlier and more trustworthy.
R8 had no expectations before moving, even though he states that the general image
Romanians have in the Netherlands is not a positive one: “All the beggars and conmen come
from Romania”. He claims however he has tried to keep an open mind in order not to be
judgemental about his adoptive country. R8’s main reason for coming here was of
professional nature and he admits to not giving it “too much thought before relocating” to
Romania from Germany. While R8 states that he is quite happy, both professionally and on a
personal level, the same cannot be said about his wife. Due to the fact that she is a stay-athome mom, she finds it much more difficult to integrate as Arad does not boast a significant
or very ethnically diverse expat community.
R9 also did not know exactly what to expect before she accepted a volunteering job in
Romania. She knew was she wanted to “travel and discover new places” and to improve her
English skills which were not very good before starting the Erasmus programme. Even though
it was not her first time living in a different country, R9 felt instantly drawn to Romania and
decided to stay here for a longer period of time. The main reason for leaving Turkey and
relocating to Romania was the fact that here she felt: “free to be myself and to live how I
want”. She thinks Romanians are very friendly and welcoming and had no problems
integrating in the local community, especially since the city she moved to for her new job has
a large community of Turkish expats.
Katharina Häni had visited the country a few times before relocating to Romania, as her
brother had moved here four years prior to her. It had always been their dream to set up an
agricultural company together. They decided for Romania, after exploring other options in
Argentina and Spain, when a financially appealing opportunity presented itself here, which
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allowed them to buy a large parcel of agricultural terrain, at a very good price. In general,
Katharina tries to keep an open mind and not set too many expectations, since “they never
lead to anything good”. Her main expectation was to do what she loves, without making
significant compromises along the way. But she has come to realise that after having grown
up in Switzerland, rural life in Romania is “true medicine for the soul”.
Information and Trainings Received
All volunteers received extensive training upon their arrival in Romania as well as some basic
information regarding the country before their departure. The NGO where they volunteer
offers Romanian classes, mentorship services and on the job training. In theory, this should
have been sufficient for them to be able to integrate well in the Romanian society and fulfil
their responsibilities at work. However, they all reported they would have liked their mentor to
be more proactive in his approach. Additionally, they felt the need for more specialized
training especially since they were expected to work with children with traumas or disabilities,
a job for which they considered themselves insufficiently qualified and ill-equipped to deal with
its many challenges. The volunteers also believed that the Romanian teacher was mainly
interested in “ticking the right boxes for her CV”, but agreed it was their responsibility as well
to engage with her and be more diligent in their study of the Romanian language.
True to the entrepreneurial spirit, R6 and R7 relied mainly on themselves, on close friends,
and on their network of acquaintances in the process of setting up and developing the
business. The Serbian entrepreneur proudly responded that he did not need any training and
that he is in fact the one who is providing trainings to the start-ups struggling to identify the
best market niche and the
most appropriate marketing strategies, even though he believes “true entrepreneurs are born,
not made”. While he thinks his bachelor and master studies were helpful, he views himself
mainly as a self-taught person, who is constantly keeping up to date with the latest
developments. The Moldavian entrepreneur was largely of the same opinion and mindset but
admitted to having attended a very helpful Kaizen course, offered by the SME Institute from
Arad.
R8 and his wife were not aware of any formal or non-formal training opportunities available to
them. The Dutch national took some Romanian classes in private but stopped when his
teacher became pregnant and wasn’t able to offer the language course in the mornings
anymore. He was not successful in finding another Romanian teacher since then. Neither he
nor his wife, were interested in enrolling in other trainings. In terms of useful information, he
acknowledged they did not receive a lot of helpful advice from the municipality or from other
organizations. R8 believes this lack of publically-available information and support represents
a great opportunity for a local company to step in and provide services to foreigners who are
relocating to Romania.
Similar to her peers, R9 received extensive training when she started volunteering in
Romania. She had access to English and Romanian classes, mentorship services and
benefitted from on the job trainings. At the moment of the interview she was enrolled in a
training programme at Bosch. While she did not enrol in a programme intended to help her
secure a job in Romania, R9 found it relatively easy to develop a professional network in
Romania. It was her mentor and her local network of friends and acquaintances that helped
R9 in her job search as well as with the official procedures and paperwork.
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Challenges and Support Received
The first focus group comprised of youngsters coming from EU Member States did not
encounter any challenges while searching for volunteering opportunities in Romania. They
could choose from several options and received sufficient guiding and support prior to making
a decision. However, they agreed that if they wanted to turn their temporary situation into a
permanent one, it would be rather challenging for them to secure a long-term contract in
Romania.
Apart from the language barrier, they mentioned insufficient networking chances especially in
the smaller, provincial towns such as Arad. Moreover, while on a professional level they felt
they had opportunity for further development and growth, on a personal level they
experienced mixed feelings about settling down in Romania. Two of the five respondents
loved the country and could potentially envision living here long-term. The other three,
however, were happy that this was a temporary arrangement.
When asked if they felt integrated in the local society, they responded that they mainly
socialized with other volunteers and that “it is not always easy to make friends with the
Romanians, as they tend to keep to themselves”. They skirted around the question of
discrimination, but when probed to answer, one respondent admitted that while there were no
cases of overt discrimination, “at times, locals just stare at me intently, as if they had not seen
a dark-skinned person before”. They also found that some of the older shopkeepers treated
them in a less-than-courteous manner, due to the fact that they were foreigners.
The two male entrepreneurs, who relocated to Romania from neighbouring countries, found
that it was relatively easy for them to integrate in the local society and start a business here.
R6 experienced what he referred to as “positive discrimination” and thought that being
Serbian played to his advantage, because he was perceived as being more trustworthy than
the average Romanian. R7 stated the he was subject to both positive as well as negative
discrimination due to his accent and the fact that he came from the Republic of Moldova,
which used to be part of Greater Romania before the 2 nd World War.
The language barrier was not a significant impediment since R7 already spoke Romanian and
R6 learned it during his first year at the university. Even though R6, as a non-native speaker,
had the option of completing his studies in English, he chose the Romanian track because it
helped him learn the language of his adoptive country faster. Both entrepreneurs agreed the
most important challenges they encountered was creating a market for themselves and
educating customers about their line of business. Other challenges mentioned included
dealing with local authorities and the excessive bureaucracy, but also with the local mentality
of “if it isn’t broken don’t fix it” and “done is better than perfect”.
R8 relocated to Romania to serve as Area Manager for a Dutch company that took care of all
the necessary arrangements for him. His co-workers also helped him and his wife with the
necessary paperwork; however, even though everything went relatively smoothly for him, it
took his wife more than a year to receive her registration documents. R8 did not feel he was
subject to discrimination, which he attributed to the fact that he is white, male and has a highprofile job. He did however mention that his wife was treated differently than he was and,
while she did not experience any overt discrimination, she felt somewhat ignored by the
Romanian speaking population, especially in her dealings with local authorities. R8’s main
challenge was to adapt to the Romanian culture and the perceived lack of professionalism.
R9 found that coming from Turkey, made it was easy for her to integrate in the Romanian
society since it presents some similarities to the Turkish one. She considers herself lucky for
managing to land a job so quickly: “Bosch was the second company I applied to”. R9 learned
about this job opportunity from her
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professional network and applied via a local job hunting platform. Her main challenge was
dealing with Romanian authorities and the application process for a working visa. The fact
that Bosch had already employed Turkish citizens in Romania made it easier for them to hire
her, since they were already familiar with the necessary steps and procedures. She
mentioned that her fellow Turkish colleagues from the volunteering programme were not as
successful as her in landing a job here. R9 credits her positive attitude and networking
abilities for her success.
Katharina relied on the support of her family and on the network of friends and acquaintances
in setting up and developing her business. She found it rather easy to integrate in the local
society and thinks Romanians are generally curious, open-minded and easy-going people,
which is great on personal level even though it presents some challenges on a professional
level. Katharina experienced mainly positive discrimination and thinks that her Swiss
nationality helped her to be taken seriously. At times she felt that being a young woman in a
predominantly male-dominated business represented a disadvantage, but found that as soon
as she mentioned that she was a licensed engineer her gender became irrelevant.
While she does acknowledge that darker skinned people might experience some form of
negative discrimination in Romania, Katharina believes that if you know what you want in life
and work hard to achieve your dreams, you will earn the respect of Romanians. Her main
challenge was to adapt to the changing regulatory framework. Since she operates in a niche
market (i.e. sustainable agriculture), which is insufficiently developed in Romania, Katharina
often had the feeling she was the one helping regulatory agencies make sense of the existing
regulations instead of it being the other way around.

2° PART: STAKEHOLDERS
Respondents’ Characteristics
The choice of participants for the third focus group was subject to a careful selection process.
It was important to us to select respondents who were familiar with the problems faced by the
categories of foreign nationals interviewed during the first phase of the research project. The
stakeholders’ focus group comprised representatives from the following institutions and
organisations: the local branch of the National Council of SMEs (CNIPMMR), the Free Syria
Community in Romania (CSLR), as well as three NGOs from Arad that work with migrants
and refugees: the Organization of Youth with Initiative (OTI), Empower, Innovate, Value, Act
(EIVA), and Millennium Centre (MC).

Role of the Stakeholders
The National Council of SMEs (CNIPMMR) is an independent, apolitical, non-profit
organization established in 1992, with the aim of ensuring a unified representation of the
interests of Romanian SMEs, on a national and international level. Apart from representation,
its mission is to promote the development and competitiveness of the SME sector in
Romania. CNIPMMR’ activity includes organizing trainings and providing support to start-ups
and budding entrepreneurs.
The Free Syria Community in Romania (CSLR) represents the interest of all Syrian ethnics
who are currently living in Romania. It aims to raise awareness regarding the plight of the
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Syrian refugees and lobby for better living conditions and integration strategies for refugees
and asylum seekers, in general. CSLR also seeks to connect Syrian refugees with Syrian
ethnics who were either born here or have been living in Romania for more than a decade, in
order to facilitate the integration of the refugees in the Romanian society.
The Organization of Youth with Initiative (OTI), Empower, Innovate, Value, Act (EIVA), and
Millennium Centre (MC) are all local NGOs who have worked extensively with volunteers.
These organizations were also involved in national and European projects to support the
integration of migrants and refugees on a local level.

Legal Framework and Instruments
The legal framework for refugees stipulates that asylum seekers benefit from a diverse range
of assistance measures. According to Law 122/2006, asylum seekers are entitled to:
-

free accommodation in a fully furnished centre, equipped with the necessary
appliances, cooking utensils, personal hygiene and cleaning products
free access to facilities, including prayer rooms, playrooms, computer rooms and
gyms
daily allowance of 10 RON (3.36 EUR) per person for food and other expenses, and a
seasonal allowance for the purchase of clothing of 100 RON (21 EUR) for the winter
period and 67 RON (14 EUR) for the summer season
state allowance for minors under the same conditions as for Romanian citizens
access to the labour market under the same legal conditions as for Romanian
citizens, after 3 months from the date of filing for the asylum application
access to free medical care for acute or chronic illnesses as well as for emergencies
free education and school supplies for minors completing their Romanian language
courses
free cultural activities and in case of need free counselling and psychological support

Foreigners, who have already obtained a form of protection in Romania, fall under the scope
of the Government Ordinance 44/2004, which defines social integration as the active
participation of foreign citizens in the economic, social and cultural development of the
Romanian society to prevent social exclusion and facilitate adjustment to the local customs
and conditions. The overall objective of the integration programme is to help refugees and
asylum recipients become self-sufficient and independent from state or NGOs assistance.

Refugees and asylum recipients can register for the programme within 30 days after receiving
protection, in order to benefit from the following services, for a period of up to 12 months:
-

free accommodation
Romanian language classes
cultural accommodation sessions
a grant equal to the material aid received by asylum seekers, for a period of two
months
additional grant of 540 RON (114 EUR) per person per month
counselling and psychological support
social counselling regarding their right to employment, housing, education, social
security, health care and social care
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After completing the integration programme, they can apply for financial support to cover 50%
of their cost of accommodation outside the centre, for a period of up to one year.
While refugees and asylum seekers are entitled to the aforementioned benefits, which at least
in theory, help to facilitate their access to the labour market, it is slightly more difficult for nonEU citizens who do not qualify for protection to become employed in Romania. For a
company to hire a citizen from a country outside of the EU or EEA, the following criteria need
to be satisfied:
-

the job vacancy could not be occupied by a Romanian citizen or resident, or by
another citizen from an EU or EEA state
the applicant has the training, experience and authorization to perform his/her
activities
the applicant is medically fit to perform the activities and does not have a criminal
record
the new hire is included in the annual quota approved by the Romanian Government
the employer has paid its obligations to the state budget and carries out the activity
for which the employment authorization is requested
the employer has not been sanctioned in the last 3 years for undeclared work or
illegal employment conditions

Exceptions to this rule are foreign applicants, who hold the position of administrator in a
company with foreign participation, professional athletes, cross border and seasonal workers.
None of the above restrictions apply to citizens of EU or EEA countries.
In terms of instruments available to foreign citizens who are looking to secure a job in
Romania, the stakeholders concluded the following were the most utilised by job hunters:
-

on a European level - The European Job Mobility Portal (EURES)
on a national level - Hipo, eJobs, BestJobs, OLX
on a personal level - formal and informal networks

EURES is generally considered less up-to-date than the national platforms (i.e. Hipo, eJobs,
BestJobs or OLX), and informal networks are viewed as being the most effective. For
volunteers looking to work for a Romanian NGO, the best starting point is the European Youth
Portal, the SALTO platform as well as dedicated Facebook groups, such as Volunteer
Overseas for FREE, Volunteering opportunities around the world, International Volunteering
Programs, and EVS, ESC, Erasmus+ Projects, Grants, Internship, Opportunities.
Entrepreneurs, who come to Romania with the intention of starting a business here, have
access to the same resources as Romanian entrepreneurs. Historically, the National Trade
Register Office (NTRO) did not provide resources in English and its officials generally do not
speak any foreign languages. This has prompted many alien entrepreneurs to contract a law
firm to assist them in the process of setting up and developing their business in Romania.
Nevertheless, things appear to be changing slowly towards the better. At the moment of
conducting the present research, an English version of the NTRO website was under
construction.
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Challenges in job search or starting a business
The main challenges identified by the selected group of stakeholders were: discrimination,
language barriers, excessive bureaucracy, unstable regulatory frameworks, and limited
financial support offered to refugees.
Discrimination was a recurrent theme in the individual interviews as well as during the focus
group discussions. All stakeholders recognized that foreigner citizens may be subject to a
certain level of positive or negative discrimination, depending on their personal characteristics
(i.e. gender, ethnicity, religion, skin colour), but also on which region of the country they
decide to relocate to. While non-white, non-Christian foreigners were most likely to
experience discrimination in their private lives, on the labour market their differences could
play to their advantage, giving them a competitive edge over native Romanians. Large cities
were considered more welcoming and inclusive than smaller towns or rural areas, and the
North-Western part of Romania was perceived as less discriminatory than the South-East:
“In the North-West there is a major shortage of labour force. And there are
actually many companies that prefer to hire foreign citizens, because they are
considered more productive and hard-working than the Romanians. Additionally,
the fact that they speak a rare language makes very appealing to big
corporations.”
Discrimination was seen as less of a problem for migrants and refugees who want to start a
business in Romania, even though some of the stakeholders did admit that Romanian citizens
were, at times, advised against establishing firms with foreign associates by government
officials handling their request:
“This apprehension shared by government officials from the older generation is
linked to the bad reputation garnered by some of the foreign businessmen, who
came to Romania in the early 1990s with the intent of laundering money or of
getting rich fast, regardless of the human cost. Many Romanians who entered
into partnerships with foreigners lost a lot of money back then.”
Language barriers are also an important challenge, since they limit access to the Romanian
labour market and may create additional hurdles for migrants and refugees who seek to start
a business here. All the paperwork and most of the online documentation is in Romanian. To
add to the problem, many government officials don’t speak any foreign languages. Therefore,
non-native speakers, who can afford to do so, will enlist the support of a law firm to help them
navigate the specific procedures and regulations.
The excessive bureaucracy makes it difficult for non-EU migrants, but also for some of the EU
citizens to register and secure a job in Romania. Regional differences exist in the registration
process of migrants and refugees. Western counties experienced a higher rate of immigration
over the past decade than the other parts of Romania, which helped streamline regional
registration procedures. The recognition and equivalence of diplomas, on the other hand, is a
centralized process that can be rather cumbersome and may take a long time, depending on
the applicant’s country of residence. For non-EU nationals it can take several months for their
studies to be formally recognized in Romania. In terms of access to the labour market, there
is an annual cap on the hiring of non-EU nationals. For 2019, this cap was set at 20,000
workers from countries outside of the EU. Additionally, companies who hire non-EU nationals
need to prove there were no similarly qualified applicants from Romania or from any of the
other Member States.
For entrepreneurs, apart from language barriers and the excessive bureaucracy, one of the
most challenging aspects of doing business in Romania is the unstable legal framework,
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characterised by volatility and high frequency of change. According to the “The White Charter
of SMEs in Romania” released by CNIPMMR in 2015, business performance is negatively
impacted mainly by unpredictable macro-economic factors (55.85%), unstable and
inconsistent legislation (43.71%), and a high degree of corruption (42.25%). Insufficient
institutional capacity and the proliferation of bureaucracy were reported as factors that
adversely impact business development only by 33.16% and 28.51% of the SMEs,
respectively.
The last major challenge identified was the limited financial support offered to refugees in
Romania, in comparison to other states from the EU and EEA. According to Ziad AlMasalmeh, the external relations representative from the Free Syria Community, refugees
who come to Romania receive less than a quarter of the benefits they would receive in
Germany. Since free accommodation is guaranteed in both countries and groceries are not
significantly cheaper in Romania, it makes more financial sense for them to relocate to
Germany. Refugees and asylum seekers also feel they receive more institutional support and
are subject to less discrimination in Western countries than in the East. Additionally, the
challenges faced by refugees when they attempt to get their diplomas recognized in Romania
combined with the limited prospects for highly skilled work opportunities, make them regard
Romania as a temporary solution.
“Many Syrian refugees consider Romania an entry point into the EU. They come
here for a few months to get their papers in order and then continue their journey
towards Western Europe, even if they know they might run into legal issues if
they get caught.”

Improvement points
After going through the major challenges faced by migrants and refugees, stakeholders were
asked to suggest improvement points. All stakeholders agreed the following would be
beneficial:
-

free access to information in languages of interest (i.e. English, French, German, and
Arabic)
cultural sensitivity trainings for social workers and government officials
hiring more translators to strengthen institutional capacity
unified practice for the equivalence of diplomas
removing regional differences from the registration process
switching to a system based on electronic signatures
moving from brick-and-mortar offices to e-government

Ziad Al-Masalmeh also suggested refugees would benefit from having a mentor to help them
integrate in the Romanian society. He believes refugees should have their transportation
costs covered in order to be able to attend the freely-offered Romanian language classes.
Once refugees are settled in and have all their documents in order, the mentor could facilitate
their access to the labour market by providing useful information regarding available jobs, the
selection process as well as about companies more likely to hire refugees. Last but not least,
refugees who dream of starting their own business, but struggle to raise the initial capital,
should be entitled to a government-backed loan that allows for lower interest rates and a
staged repayment scheme.
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Successful Strategies and Best Practices
A best practice in the area of social integration should be successful, easy to replicate,
sustainable from a financial and social perspective, participative and inclusive. While each
category of immigrants has different needs and hence different best practice strategies that
apply to them, a few commonalities could be established. All of the best practices identified
were designed for the long-run and involved successful collaborations among various local,
regional or national organizations. They stressed the need for cultural dialogue and
interethnic cooperation and had as an end-goal empowering foreigners to become selfsufficient and independent of external support by facilitating their integration in the local
community.
Three best practices were discussed in more detail:
-

-

-

Mentorship programmes - As the most vulnerable category of foreigners, asylum seekers
and refugees stand to benefit the most from mentorship programmes; however, other
types of migrants such as volunteers and non-EU or EEA nationals gain as well from
having access to a dedicated person whose aim is to help them acculturate faster to the
Romanian society.
Contingent support - Another best practice strategy is to make financial resources and
other types of benefits offered to foreign citizens contingent on their level of involvement
and interest. A results-oriented approach should be applied with the ultimate objective of
facilitating integration as well as independence. Unconditional support typically will not
yield such good results as conditional aid.
Applied trainings - The third best practice addressed focused on applied learning. All
categories of foreigners were thought to benefit from non-formal and informal education,
where learning-by-doing takes precedence over standard classroom trainings. While it
may seem natural that youngsters involved in a European Volunteering Service (EVS)
programme prefer such techniques, according to the stakeholders interviewed, migrants
and refugees stand to gain just as much from a less formal, hands-on approach that
involves a mix of alternative methods, including but not limited to start-up incubators, job
shadowing, thematic workshops, and integration through sports programmes.

Conclusion
As expected, the findings from the literature review were largely corroborated by the answers
received from the participants in the focus groups and during the individual interviews. The
analysis of the notes, taken throughout the focus groups sessions as well as during the
separate interviews, enabled the identification of many pertinent issues related to the
individual needs and expectations of migrants and refugees who are in the process of
searching for employment or of setting up a business in Romania. The answers also
highlighted the relevant activities undertaken by governmental organizations, NGOs and other
companies to facilitate the integration of foreign nationals in the Romanian society.
Overall, we can conclude that even though the necessary instruments exist, government
organizations are not always proactive in making them accessible to foreign citizens. While
some of the local and national NGOs try to fill the existing gaps, their impact and reach is
limited in scope. Most of the foreigners interviewed were left to figure things out for
themselves and, generally speaking, those who managed to integrate quickly and to have
successful businesses or careers did so because of their positive mindset and networking
capabilities. As Ziad Al-Masalmeh, the representative of the Free Syria Community pertinently
remarked: “there is little institutional interest to attract and retain foreign citizens from a nonEU or EEA Member State”.
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Introduction
According to the latest IDOS Report (2017), Italy stands out for being, at the European level,
“the top country in terms of entrepreneurial initiative, accounting for a sixth of the total number
of self-employed workers counted by Eurostat in the EU-28 (15.5%), coming in third for the
number of foreign-born entrepreneurs and selfemployed workers (14% and 6 % of the national
total) and the top in terms of the number of nonEU citizens in the same job (non-EU citizens
account for 73.2 % of immigrants, compared
with an average of 47.8 %)” (Idos, 2017).
Construction, trade, catering and restaurant
services are the main sectors in which migrant
entrepreneurs are willing to start businesses in
Italy, while very few migrants run businesses in
the agricultural area. According to Unioncamere
(2019), “during 2017, the increase in Italian
companies is represented by 42% by
companies with foreign owners, for a total of
590,000 companies registered throughout Italy”.
Businesses created by foreigners are now a
structural reality within the entrepreneurial fabric of Italy.
In terms of nationality, the lion’s share “is held by Moroccans (14.5% of all immigrants running
individual businesses across Italy) and Chinese nationals (11.4%). Some 10.6% are run by
Romanians and 6.9% by Albanians” (Idos 2017).
The graph above - built by Companies Register of Chambers of Commerce (Unioncamere)depicts the national origin of migrant entrepreneurs in the country:

Most migrant-owned enterprises are located in the center-north part of the country. However,
a complex and difficult situation has come about in the country after the arrivals in recent
years. Greater difficulty in accessing the labour market and greater difficulty in setting up selfemployed enterprises has been acutely felt, especially in the center-north. This dictated the
choice to do fieldwork in the central north of the country.
The fieldwork was carried out through two focus groups: one composed of migrants and
another one of stakeholders. During the respondents’ identification phase, several
interviews were also carried out, all of which audio-recorded and transcribed. The text
analysis of both focus groups’ activities and interviews enabled the identification of many
salient issues perceived as critical by respondents, especially with regard to the needs
expressed by the first focus group’s respondents when searching for employment or in the
start-ups’ activities.
Respondents’ answers of both groups also highlighted many activities carried out by NGOs
and associations operating nationwide. Elements of innovation that could be useful to the
project’s objectives were also highlighted.
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1° PART: MIGRANTS
Respondents’ characteristics
In carrying out this part of the research it was decided to diversify the experiences in order to
broaden the knowledge of needs and demands. A focus group (composed of 10 people) was
set up with migrants who have been staying in Italy for 2-3 years but are still in a reception
process and also, as explained in the introduction, other 5 individual in-depth interviews. Two
entrepreneurs (a man and a woman) were interviewed, as well as migrant women of different
nationalities and educational background. The countries of origin of the people interviewed
were mainly African: Mali, Nigeria, Mauritania, Guinea, Ivory Coast, Senegal, Eritrea. A
respondent from Moldova was also included. The migratory trajectory portrayed by the
interviewees differs according to the historical moment of their arrival. African migrants arrived
in Italy by boat (during the last 2-3 years), landing in southern Italy (Sicily or Calabria) after a
period of stay in the Libyan camps. Other less recent migration routes, although difficult, are
not characterized by such heavy levels of risk and suffering.
Almost all the respondents already attended compulsory schooling in their country of origin
and, at the time of their arrival in Italy, no one had any higher or specialized training. Only one
of them reported that could neither read nor write when arrived in Italy. Another one, on the
contrary, had finished high school.
Only a few people had a job before trying to emigrate (two worked in the field of metalworking
and welding, one in an office). Often the motivation to emigrate originated from economic
issues or unsustainable living conditions, as well as situations characterized by high risk of
death.
Two of the African women interviewed are carrying out or have carried out in the past – in
addition to the work necessary for subsistence – intercultural activities and voluntary work.

Expectation before emigrating to Italy
Respondents’ expectations were essentially based on their need to lead a more dignified,
safe and secure life and, of course, to find a job. The migratory trajectories’ consequences,
especially for those who came by boat, are described as deeply destabilizing.
“I knew nothing because when I arrived, I had no head, I couldn’t think. I had no head”.
As for the job expectations at the time of departure, as well as after their arrival in Italy, the
priority was to be able to find a job, any kind of job. This consideration is shared by all the
interviewees.

Information and training received in Italy
Migrants report to have received basic information – although in a differentiated way – on the
Italian labour market’s characteristics while staying in the reception centers. Some of them
were able to attend training courses (e.g. for welders). The cost of enrollment in courses was
a barrier for some. Other people have had work experiences, even if (from their accounts)
they seem to be internships or community work. Only one respondent had a fixed-term
employment contract and another one would have started the day after the focus group.
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The newly arrived migrant women did not attend any course, while others, after having
stabilized their position, could do some training activities over time (e.g. elderly care course).
One woman said that she undertook a tailoring course which she had to suspend because of
the costs and the birth of her child.
Respondents reported to have studied Italian by speaking with Italians or by reading very
simple texts with illustrations.
All the interviewees reported the excessive cost of the training courses, especially when
compared to their state of inactivity.
In general, all the respondents showed a lack of general information about training
opportunities and job offers. The lack of confidence in the formal system of job placement and
a substantial reliance on acquaintances and word-of-mouth strategy was apparent. The
internet is also used for job search but with reference to websites not managed by job search
agencies. In essence, there are few information points in the territory.

Challenges in the search for employment or self-employment
With regard to the challenges to be faced in the search for employment or self-employment,
all people answered this question with the phrase “Finding a job”. As already mentioned,
respondents expressed a lack of confidence in the use of formal channels for job search.
None of them ever went to employment centers.
From the point of view of the young respondents, the real challenge is to have good local
contacts to help them “find a job”. The texts reported below highlight this complexity from
different points of view:
Someone I know has a relative here and he's got a job for him. Everyone who has relatives
here has found work because they have relationships, contacts. They helped them to go and
talk (i.e. have job interviews) [R.4]
I saw two people who had to retire and they called their relatives to replace them even if they
did not know Italian. [R. 5]
Without connections you don't go anywhere. [R. 3]
All the people I know have brought their resumes to the employment agencies so many times
and no one has ever been called. [R. 2]
Almost all respondents reported episodes of racism, with the exception of two young women,
one of whom came to Italy as a child (who reported having already fought against racism at
school age) and another from Eastern Europe.
In particular, migrants reported to have experienced humiliation during their job interviews:
I can say there is racism. In one place they called me 3 times to have a job interview... The
third time they told me that I can't go to work in their factory because it's not a place for
foreigners. So why did they asked me to go 3 times? [R. 3]
I have a friend Davide who helps me write to agencies to find a job. He wrote and two people
asked him: “Is your friend black or white?” and he replied: “My friend is a good person, but he
is not white”. They said, “Then we can’t”. [R.1]
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Another form of discrimination concerns the wage which, in the opinion of the respondents, is
not equal to that of the Italian workers.
Particularly critical seems to be the workers’ condition in agriculture, in which there is a very
high risk of encountering situations of exploitation.
I toured a bit through the countryside but there was always the same exploitation because
they paid 20/25 euros for 12 hours of work. [R. 6]

The NGOs seem to have partly compensated for the system’s shortcomings in trying to give
guidance to employment. Recent regulations and severe cuts have undermined a system
that, although with many limitations, had given a certain degree of assistance to migrants.
The climate of fear generated by these new rules affects many asylum seekers as they are
being expelled from the reception system and any other type of public assistance.
I am scared. I am worried because out of 9 people we are here only 2 or 3 work. I'm so
scared...what's going on? ...I'm scared they'll send me on the road. [R. 5]
In addition, Italy has experienced a sharp contraction in the labour market in the last decade
In summary, the greatest difficulty, in “finding a job”, seems to be the lack of Job Information
Points or their actual accessibility for this target group of people.
A further problem is found in the recognition of the competences already acquired in the
countries of origin due to the absence of attestations of the work carried out or for the failure
to recognize the qualifications.
The linguistic difficulties of migrant people make the process of job placement increasingly
difficult. This experience is common to both the interviewees and the people they know.
Another problem is the acknowledgement of the competences already acquired in the
countries of origin due to the absence of work certificates or due to the lack of recognition of
their qualifications.
The linguistical difficulties make the path to employment increasingly difficult. This experience
seems to be common and widespread in the country.

Useful supports when searching for employment
All the respondents reported to have found employment mainly through personal contacts.
I found a job thanks to people who spoke for me. [R. 2]
In my life I have always worked by word-of-mouth. [R. 9]
The first job, in a restaurant, I found it through a voluntary association that I knew and then
people from the restaurant helped me find the place where I work now. [R. 10]
The NGOs or “social-cooperatives” have been supporting pathways to employment with great
personal commitment of social workers who have often found themselves unprepared in turn,
in the management of the many issues and situations assigned to them.
Access to work through employment agencies proved successful for only one migrant woman
interviewed [R.7], from Eastern Europe: she found work as a family assistant.
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It is the opinion of all the respondents that the first great support in the search for work would
be given by the attendance of Italian courses because in addition to the language, necessary
to communicate, are conveyed habits and customs of the country. Those who have had this
opportunity recognize the importance of this experience.
Another asset could be the Employment Centres, which are already widespread throughout
the country, not so much helpful for job search as for job guidance activities. Employment
Centres could play a role of vocational training needs reading, as they could be the link
between demand and supply in the labour market, thus creating the conditions to build
effective training and education courses tailored to market needs.
With regards to training needs, interviews with both migrants and stakeholders highlighted the
need for professional training geared to actual market demand (all respondents), also with
reference to jobs that Italians no longer want to do. [R. 6, 7, 8]
If you know that there is demand for cooks, let us become cooks. [R. 5]
If you say to me: “Take a course to learn how to drive a tractor, because you need to”, I am
sure that when I have a license and I know how to drive the tractor well, I am sure that I can
find the job. Italians need to know what work migrants can do and what they don't want any
longer to do. [R. 6]
According to one of the interviewees, it is necessary to reflect critically on the type of aid that
is offered to migrants, which risks being too assistive. In his experience, he noted that
migrants arrive in the host country with the expectation of being helped, but if the support is
not provided in the correct form, IT risks being passivating.
A priority expressed by migrant women is to have access to early childhood services for their
children. Living in Italy without a support network or in the absence of support from relatives
and friends already involved in work activities makes the children’s access to kindergartens a
necessary condition for carrying out a work activity. [R. 7,8]

Useful supports for business start-ups
Several respondents have thought or dreamed of starting a business, in particular in the
catering or clothing sector.
Very interesting seems to be the experience of one of the respondents who, in this regard,
claims to be necessary a change of the “mindset” of both those who help and those who
receive help:
The financial support is good, but you must first meet the person asking for help, see if she/he
is committed. ... if you say to this person: "Look if you do this, I'll help you" he/she starts to do
it ... You have to help people with targeted personal initiative. That is a great help. When a
person is already doing something but needs support to get the tools, to be able to move on...
that’s fine. [R. 6]
The use of forms of micro-credit can also be essential for starting a business as well as for
participating in public tenders that provide payment with the reimbursement method.
We asked for support from friends, acquaintances and buying groups by making a loan
proposal with the repayment of... Who wants to support the project and who likes our product,
which at that time was just yogurt, gives us the money in advance thinking how long it takes
to consume our product so we slowly return the loan with our product. With this proposal we
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managed to gain 24 thousand euros within 1 month, after one year the Region reimbursed us
and with part of the refund we returned money or we continued to give our products. [R.6]
The most experienced interviewees believe that the success of a business activity is mostly
related to the motivation expressed by the person involved.
Everyone, no matter who you are, when you want to do something you have to be first... the
one who believes that it will continue, you have to be confident and you have to be happy.
You have to be positive and you have to be pleased. [R.6]
According to the respondents, issues related to marketing, business management and where
to start the business are equally important. Such knowledge, necessary even for locals, is
essential for those born in another country (int. 9). The type of customers that are expected to
be reached should also be taken into account and the structure of the premises should be
based on future customers. It is different, for example, if one thinks of starting a grocery store
with ethnic foods addressed to Italians or to fellow countrymen or African people. [R. 9]
When asked if a guide could be useful, all respondents answered yes, even if they believe
that it is an insufficient tool for the broad needs outlined above.

2° PART: STAKEHOLDERS
Respondents’ characteristics
The selection of participants in the second focus group required a thorough field survey. It
was crucial to select subjects who were familiar with the territory and migrant
entrepreneurship’s situation in the country. Thus, the focus group was attended by five
persons representing NGOs, public bodies, associations and specific national projects.
Almost all of them operate in the centre-north of Italy and one in Rome. All deal with bilateral
co-development projects involving both the African and the European-Italian side, with mixed
financing activities (public, private, international cooperation).

Starting a business: general context
The respondents’ overall impression is that the Italian context has worsened or is at a
standstill, as a result of the economic and financial crisis of 2008, but also due to the changed
social context and political agenda in Italy.
One respondent emphasized Italian society’s low social mobility; especially for migrant
second-generation it is difficult to achieve social and economic stability.
The impression is that the situation changed with the 2008 crisis, because before the crisis
there was work but it was difficult to find a place where to stay, as a result many immigrants
slept under the bridges. Now there is some recovery, but there is no social ascent even if
migrants are people who would have ... the skills as the case of Bachir …would have the
intellectual skills etc. otherwise they are all low-level jobs [R. 3]
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Major obstacles for refugees and migrants to get access to the Italian labour market
-

Absence or lack of labor protection

With regard to asylum seekers who are in the reception phase, or to migrants who are in a
position of vulnerability due to the lack of residency documents, or lack of language
knowledge or absence of a social support network, there is a high risk of exploitation due to
the lack of an employment contract or, when this exists, the worker is often burdened with
costs that should be due to the company.
Our target group is made by people who are currently being welcomed into the Extraordinary
Reception Centres (CAS). There is a lot of exploitation in the agricultural sector, seasonal
jobs, there is a lot of black jobs ... small structures of slave-like conditions ... like some
cooperatives that hire people and at the first salary impose them to burn half of it by buying
shoes, they make you pay for something they should give workers for free ... niche jobs are
created and these are almost exclusively done by asylum seekers in very unfavorable
conditions. [R. 2]
-

Lack of financial resources

Over the last year, financial resources for immigration have decreased or have been poorly
managed.
-

Low level of education

Over the last 3-4 years, it has been noted that the majority of migrants and asylum seekers in
the Italian reception system are people with a low level of education, which makes it more
difficult to find employment or training for internships or work placements.
At the level of educational achievement, apart from a few exceptions of graduates, the level is
very low. Many come from the Koranic school which is not even a school. They often arrive
and are neither able to read nor write...study a language. [R. 1]
The real problem with migrants is that often they do not have the capability today to do
business, they do not have skills, do not have any competence today. [R. 3]
It is not uncommon for certificates or degrees obtained in the countries of origin not to be
accepted in Italy. It is often proposed to attend courses that people cannot attend as they
need to work to support themselves and their families.
-

Increased racism

According to the respondents, the current social context is of serious concern. The issue is
analyzed both with reference to the reduced possibilities of employment but also with
reference to the feelings of frustration and discomfort that it generates.
Here we are within a context in which racism is increasing in a worrying way; it is a
phenomenon that affects migrants who, however, having no place where to go to “measure
themselves”, to unload these frustrations… if they hold them they can get very angry. [R. 3]

The respondents in the focus group also analyzed the point of view of those who believe that,
in some specific circumstances, racism could be just a justification that individuals who
assume not being able to support certain tasks use to their advantage. It is common opinion,
however, that the exasperation of the social climate on these issues produces detrimental
effects for both Italians and migrants.
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We also need to understand how much discrimination affects... The issue of discrimination is
complicated and complex and even as it is perceived by migrants themselves, many times it
can be an excuse for not tolerating hard work. [R. 2]
As a matter of fact, the more the social debate is poisoned, the worse it is for everyone. [R. 2]
-

Training of social workers

The respondents also highlighted the operators’ training issue, which seems not to be always
appropriate to the situation.
There is willingness to work well from staff who deal with social issues. Often, however, there
is little knowledge of foreigners’ condition, so often there are misunderstandings of a
linguistic-cultural nature. [R. 5]
- Major challenges for refugees/migrants to start their own business
Concerning this issue the most important challenges that foreigners have to address are: the
Italian language and the possibility to increase access to vocational training.
It is a matter of thinking about training that is both expendable on the labour market and
accessible at the same time.
The main problem is that courses cost money, especially professional courses such as
welding, tractor driving, forklift driving, carpentry, baking... they all have a cost. [R. 3]

Investing in training also means creating links between the labour market demands and
training proposals to be promoted.
I believe that next year there will be 10,000 or 12,000 missing jobs in the Italian
manufacturing production because many people will retire. Young Italians do not do these
jobs anymore, but there is no foreign manpower either, as it has not been adequately trained.
Now in Veneto as well as in Brescia and Bergamo, which are the driving areas of our national
economy, practically in a year there will be no one who will make bolts or shirts. An economic
model should be developed in this direction. [R. 5]
An area in which the need for training is very high and that concerns all productive sectors is
related to the business management, knowledge of the main marketing tools and business
plans. It could also be useful to have a widespread training with respect to all the types of
enterprises and, therefore, to their legal form.
A training on the typology of company, whether it is a single company, a srl, a spa or a
cooperative .... For us, these are concepts that have been sufficiently acquired, but for those
coming from other countries, they are new concepts... [R. 3]
Deepening the topic of training also highlighted the need for a comparison of the different
cultural dimensions.
Also the cultural aspect of doing business is missing here, because if one thinks of starting a
business in the catering sector in Italy and is coming from Pangiab, probably he or she has
his/her own idea of what is required here... [R. 2]
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Evaluation of the legal framework and instruments available to support migrant
employment and entrepreneurship
Legal tools available to migrants are considered insufficient by all the respondents. Asylum
applications are answered after a number of years, in which applicants live in a condition of
permanent precariousness.
With regard to asylum seekers, institutions do not exist: it means that everything has been
delegated to the Third Sector, not even the Employment Centre... we never had relations with
the Employment Centres. [R. 2]
From the focus group’s discussions, the presence of guides for each production sector or type
of company emerged, but in general, respondents believe that this tool is not effective and
targeted training is considered preferable.
The guide can inform but is not very effective. I have already produced a lot and I have seen
many of them… forgive me if I speak clearly but I want to say ... what is done must have a
value for migrants and for those working in the field. [R. 1]
In summary, the work carried out by associations and NGOs provides educational, social and
linguistic support to migrants and refugees, starting from their arrival in Italy, and always
seeking forms of collaboration with institutions.
We try to provide support that goes to fill institutional gaps, from the basic legal assistance, to
helping them to apply to the Commission, teaching the language, helping in the search from
employment ... are those fundamental things that could improve migrants’ employability and
that should be improved. [R. 2]
The respondents also reported that the areas to be implemented are those concerning
second-generation young people, who can be facilitators in communication and cultural
exchange with migrants recently present in Italy. Second-generation young people are a
resource to be supported and trained for the launch of self-employment initiatives throughout
the country.

Significant strategies to promote equal opportunities for access to the labour market
and business start-ups.
An effective strategy reported by the respondents can be named the “small steps strategy”, in
which there should be indicated specific micro-targets for each migrant or refugee. In general,
it is a matter of investing in language skills, targeted vocational training, internships, if they
are necessary, to get to know better a specific area or sector of production, and therefore of
making a choice as to whether find a job as an employee or to start a business.
As a strategy you do a first screening, you understand what are their skills, to be addressed in
the areas of expertise. [R. 5]
Each strategy (training, organizational, operational) requires a personalized work on the
cultural dimension that turns into exchange and awareness of the other in her uniqueness.
Then there is the possibility to start companies that arise from the collaboration of people with
different origins, but united by the desire to realize their own business.
An instrument that in my opinion could be useful would be that of multiculturalism ... because
we think in terms of business of Italians and business of foreigners but the real bet would be
to have a mixed business. [R. 1]
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Where there are no prejudices… [R. 3]
According to the respondents, learning by doing should be preferred to other learning and
teaching styles. Often these courses are more effective if focused on the transmission of
professional skill. In this case training becomes promoter of a virtuous circle of learning.
In turn, the person you have trained will become the trainer of what comes next... this allows
you to break down the cultural barrier, language, etc. [R. 5]
Self-employment itself is presented as a strategy when many reception centres will close due
to budget cuts.

Role of stakeholder in job search and business start-ups
The respondents, as already mentioned in the introduction to this research work, represent
the different approaches to job search and doing business. They are leaders or members of
organizations working with different targets (second generation families, asylum seekers,
economic migrants, ...) both at the micro level (personalized interventions) and at the meso
level (community planning and training actions) and, sometimes, at the macro level through
participation in government plans (provincial or regional) to connect initiatives or exchange
good practices at a national level.
The following is a summary of the roles and tasks assumed by the specific bodies:
[R. 1] Proposing training courses related to the possibility of carrying out entrepreneurial
initiatives
[R. 2] Facilitating the work integration of people who are in reception centres
[R. 3] Supporting international cooperation projects, but also local projects that build support
networks for occupational conditions
[R. 4] Supporting individual pathways starting from school education
[R. 5] Support of bi-lateral business initiatives between Italy and African countries with the
active participation of second-generation young Italians and migrants

Strategies pursued by specific organizations
All respondents highlighted the need for short training courses. The training areas should be
very specific, but the wide perspective would be to expand the training offer including issues
related to marketing but also the ability for teamwork.
To improve basic competences from the cultural and linguistic point of view and transversal
competences as well, especially relational skill enabling capacities for teamwork,
empowerment etc. [R. 5]
Personalized project, when possible, is presented as a strategic element because, even if
limited in terms of numbers, according to the respondents it allows in-depth work related to
the development of linguistic, training and professionalizing skills.
It is also strategic to design project and activities along with migrants’ associations already
present in the territory or with foreign communities.
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It is also considered to be strategic research within trade associations and companies in order
to understand what the difficulties in accessing employment are and then identify the real
needs in the market.

Identification of fruitful approaches and best practices
Teamwork or networking, involving various local and national actors, as well as associations
or representative groups of migrants, is considered a win-win-strategy.
Strengthening projects oriented towards integration and multiculturalism also seems to be an
effective approach.
The basic idea, expressed by some respondents, is to promote a new economic-social model
based on reciprocity between nationals and migrants/refugees.
We do not believe in the assistance that consists in giving resources without involving the
parties benefitting from it, because this is a model that has already been applied for many
years with zero results. Our approach is based in co-planning. [R. 5]

ConclusIon
The research showed similar results and findings in the two groups interviewed and a
substantial convergence with regard to the identification of obstacles characterizing the
access into the labor market and the launch of business initiatives in Italy.
Strategies suggested by the stakeholders as good practices which imply a review of the
cultural model with reference to both, nationals and foreigners, as well as help and
development prospects in the employment’s sector and entrepreneurship seem to be
important and very interesting.

58

USEFUL LINKS AND FURTHER READINGS:
Welcome to Riace: the town that wants more immigrants (video)
https://www.youtube.com/watch?v=zV31KZqp2xM
Access to Labour Market in Italy (National Report on the Italian Legislation)
https://www.asylumineurope.org/reports/country/italy/reception-conditions/employmenteducation/access-labour-market
Migrant, Minorities and Employment in Italy
https://fra.europa.eu/sites/default/files/fra_uploads/235-IT.pdf
Italia Start-up Visa (New Government Program to Facilitate New Start-ups’ Development in
Italy)
http://italiastartupvisa.mise.gov.it/#application_process_isv
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1° PART: MIGRANTS
In 2017 Sweden saw a drop in immigration after five years of increase, and fewer sought
asylum. However, with many people having arrived over the last few years, migration and
integration are top issues on the political agenda.
There was also a drop in emigration in 2017 and more births than deaths, so the Swedish
population still grew, by around 125,000 people (in 2016: 140,000). Syrians continue to make
up the largest portion of immigrants, even though only half as many registered in Sweden in
2017 as in 2016. Every tenth immigrant was a returning Sweden.
At the beginning of 2017 Syria became the most common country of birth among foreign-born
in Sweden, a title that Finland had held since the 1940s.

The most common reason for immigrating to Sweden was:
•
•
•
•
•

Labour migrants (21%)
Family reunification (20%)
Immigrating under the EU/EES rules of free movement (18%)
Students (14%)
Refugees (12%)
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Migrants needs:
•

“Human development”: includes supporting the development of “talents, skills and
capacities” and the choices of individuals to have a life that is of value to them and to
contribute in a way that they find fulfilling and others recognize.

•

“Involvement and engagement”: involves having agency in decision-making about
one’s self, family and community in addition to participation in the life of the
community in which one is living.

•

“Proximity”: refers to the existence of and access to common spaces that allow for
positive human interactions and making connections.

•

“Material well-being”: means that individuals and their families are able to participate
in all aspects of community life that appeal to them. This includes housing security
and sufficient income to meet ones needs.

•

To find and maintain employment appropriate to their skills and background.

•

To participate in mainstream organizations.

•

To offer a portion of their time to the community.

•

Feel comfortable with Swedish values, culture...

•

Participate in the political process (voting, running for office, etc.)
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Needs of immigrants according to surveys:
•

•

•

•

•

•

•

Information and Guidance: Immigrants need balanced and accurate information in
the pre-departure phase in order to help them to make informed decisions about
migration. The need for information continued during and beyond their settlement in
Sweden and relying exclusively on written information sources was seen as
insufficient to meet this need.
Employment: This was identified as the biggest priority area for the majority of
immigrants. The three main barriers to employment were considered to be credential
recognition, recognition for previous work experience, and obtaining references.
Languages: The participants indicated that they were generally happy with existing
language programmes but recommended some improvements. These included better
student assessments to allow for the provision of curricula that are more targeted to
the specific skills and needs of students. They also recommended that Swedish
idioms, customs, etc., be taught as part of language classes.
Initial Orientation: The participants indicated that better support was needed for the
initial steps of settlement, including finding housing, obtaining a provincial health
insurance card, and acquiring a social insurance number. They also reiterated the
need for more transparent information in the pre-arrival phase.
Financial Stability: This was a concern for immigrants, and was closely related to
the employment category. Immigrants are very eager to work, especially in jobs that
they consider to be on par with their skills, training and experience. They also spoke
about barriers in the Swedish banking system, with necessities such as obtaining a
credit card or bank account.
Cultural Integration: The participants indicated that greater awareness among
Swedish people is needed regarding immigrants and the challenges they face. They
spoke about the importance of community and multicultural centres, personal
networks and local support groups.
Social and Emotional Support: The need for a range of mental health services was
also identified by the participants. They also indicated the need for new and
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•

•

enhanced opportunities for social interaction among immigrants and with those born
in Sweden Affordable and accessible after school programs were also identified as a
need.
Health Care: They also expressed quality-based concerns related to issues such as
wait times, difficulty in finding family doctors and finding doctors that speak their
language.
Housing: There were a number of challenges identified with housing. For example,
participants expressed a lack of understanding about the various types of housing
that were available. They identified an inability to find rental accommodations and a
poor availability of affordable and adequate housing. Lack of references was also a
challenge related to securing housing.

2° PART: STAKEHOLDERS
NGO initiatives for refugees include, among others:

•

Refugees Welcome Sweden: connecting refugees with landlords and flatshares

•

The Church of Sweden: some branches of the Swedish national church offer social
activities and accept donations for refugees

•

FARR: umbrella organisation for individuals and groups working to strengthen the
right to asylum

•

Invitationsdepartementet: a non-profit integration initiative that connects immigrants
and Swedes over dinner

•

The Swedish Migration Agency: The Swedish resettlement programme will help to
resolve protracted refugee situations that are at risk of becoming permanent

•

UNHCR, who presents cases to the Swedish Migration Agency and assists
with practical arrangements related to selection missions, among other things.

•

Swedish embassies (or the Swedish Migration Agency) issue an exit permit or
emergency alien’s passport”.

•

The International Organization for Migration (IOM) arranges the refugees’
travel and transfer to Sweden.

Summary
Media and public opinion:
The ‘refugee crisis’ overshadowed all other international news about Sweden in 2015. Events
such as the violent arrest of a 12-year-old Moroccan refugee in Malmö in February or arson
attacks on asylum centres and mosques got a lot of media coverage, conveying an image of
intolerance and financial restraints, far from the otherwise often utopian image of Sweden.
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The country may suddenly seem less open, tolerant and generous to an outsider. But in all
honesty, apart from the media coverage, most Swedes don’t really notice the ‘refugee crisis’
in their everyday life. Society hasn’t collapsed.
Even if Swedes of course have different views on the record influx of people, they are in
general more positive to immigration than people in other EU countries. According to a
Eurobarometer survey from December 2016, 64 per cent of Swedes are positive to
immigration of people from outside the EU compared with an EU average of 37 per cent.

ConclusIon
Finally, it is obvious that the challenge of immigrant employment and economic integration cut
across every dimension, from needs and services to Sweden's future as a prosperous
community. Understanding the barriers that immigrants, particularly recent immigrants, face to
accessing employment that is relevant to their experience and need for immigrants to sustain
the Swedish workforce, is challenging. A number of barriers, including lack of Swedish
experience, foreign credential recognition and language are important. In a great deal of the
literature the issue of “mistrust” or discrimination against immigrants entering the workforce
comes up. This points to the need for greater public awareness and collaboration with
employers themselves. Many of the issues and challenges facing immigrants that are outlined
in this review do not exist in isolation. These factors interact and impact others, indicating a
need for a more holistic response that is prioritized at the community services and policy
levels.
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USEFUL LINKS AND FURTHER READINGS:

Employment centre
https://arbetsformedlingen.se/

And migration office
https://www.migrationsverket.se/

Video about how to be part of the Swedish society
https://www.youtube.com/watch?v=PQIeUzxjCys
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SUMMARY
While the migrant experience no doubt differs from country to country, and from
person to person, there are many aspects which seem to be important in all five countries
examined here. When it comes to accessing the labor market, whether through formal
employment or as an entrepreneur, migrants from all five countries spoke of similar
challenges. Migrants in every context expressed some level of stress over finding a job. In
addition to the imperative of meeting ones basic needs, securing employment, in some
countries, is a requirement for attaining and keeping a legal form of residency. In other cases,
being unable to find a job is connected with a diminished sense of purpose. In every case,
language, lack of accessible information and training, credential recognition, and varying
levels of discrimination were noted as major barriers to finding employment. Other semicommon themes included lack of social network, exploitation, access to affordable and
adequate housing, and difficulties with state bureaucracy. The most notable exception is the
case of Romania, whose interviewees were made up of mostly young volunteers and alreadyestablished business people. In Romania, interviewees came for specific reasons, with a high
level of prior knowledge regarding what they would be doing in the country compared with
other contexts. This aspect of preparedness was stood out among the reports - in most
cases, migrants arrived with little or no information about the labor market in the destination
country and did not have a plan regarding employment prior to arrival.
Differences existed between countries as well. First, the make up of the migrant
population differs in each place. The Turkish and Italian contexts seemed to be most defined
by a high number of refugees or people fleeing unsustainable living conditions. In contrast,
migrants interviewed in the Romanian context were mostly EU nationals or nationals of nonEU European countries. In Denmark, interviewees were a mix of EU and non-EU nationals,
but no refugees were included. Sweden did not provide information on the origins or legal
status of their interviewees. These differences can be accounted for by considering both
geography and policy of the destination countries. For example, countries like Romania and
Denmark very low rates of granting refugee status and work permits to non-EU citizens, which
of course effects the demographic makeup of the migrant population. Italy and Turkey, on the
other hand, are geographically closer to areas experiencing conflict, which likewise effects the
demographics. The most notable differences between countries were regarding general
feelings of being more or less welcome and connected to society in the host country. These
feelings were related often to experiences of discrimination and the prevalence of anti-migrant
sentiment in the political debate in a given country. This seemed, in many cases, to define
how much migrants felt comfortable and able to stay in the country.
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Most common barriers migrants are having in
finding job opportunities or starting their business
Denmark

Turkey

Romania

Italy

Sweden

Language

Language

Language

Language

Difficult to find
accommodation

Overqualification

Credential
recognition

Excessive
bureaucracy

Credential
recognition

Credential
recognition

Ethnic
discrimination

Wage
discrimination

Discrimination

Ethnic/wage
discrimination

Access to
healthcare

Not
understanding
work culture

Access to
healthcare

Financial support

Insufficient
information

Insufficient
information

As mentioned before, the specific issues regarding employment & entrepreneurship
were fairly consistent across the map. Likewise, across all five contexts, similar suggestions
were made regarding solutions to these barriers. Improved access to language and cultural
classes and better access to information and training regarding employment opportunities
were among the most stressed points. Importantly, most countries do in fact have training
courses and information available to individuals trying to start their own business or find
employment - however, in multiple cases migrants themselves expressed lack of knowledge
about these programs. In other cases, migrants knew about these programs but could not
access them due to language barriers, prohibitively high costs, transportation issues or time
constraints. In some countries, such as Denmark and Romania, the bureaucratic processes
related to starting a business were noted as barriers. Being unable to access information on
these processes and the lack of translated material online made it difficult for migrant
entrepreneurs to avoid infractions and associated fees when starting their businesses.
Therefore, more translated online material, centralized sources of information, and affordable
trainings and language classes are all seen as possible remedies to these problems. More
robust multi-cultural awareness is called for on both sides of the situation. For migrants, better
access to trainings and information regarding the culture of the host country - especially the
labor market and work culture - can help facilitate the job search and create a better sense of
comfort in the country. On the other hand, programs targeted towards increasing multi-cultural
awareness within the host country itself can help to diminish the role of discrimination.
Identifying employers needs as well as understanding their hesitations in hiring migrants can
help to address issues of discrimination directly and create a better situation for all. Improving
certain processes such as credential recognition is also an important step countries can take
to ensure migrants are able to work at their skill level rather than being forced to take jobs that
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do not match their previous experience. Lastly, centralization of services for migrants, as well
as better partnerships between NGOs and government, can be a helpful solution, so that
migrants are able to better navigate the resources available to them.

Towards further development of local actions:
Denmark

-

Turkey

Romania

Italy

Sweden

-

Facilitate access and navigation to the support opportunities such as mentor
programmes or start-up incubators.
Detect and punish indirect discrimination.
Activate civil society towards the integration of refugees and migrants in the
labour market.
Improve communication tools among stakeholders and refugees.
Creation of guidelines that correspond with the number of refugees.
Improving access to phycological support.
Translation of important documents in different languages.
Trainings on cultural sensitivity for social workers.
Removing regional differences for registration process.
Facilitate access to language and culture courses.
Build effective training and education courses tailored to market needs.
Micro-credit system.
Improve initial orientation (housing, health insurance card or social security
number)
Improve mental health support
Potentiate community and multicultural centres to improve cultural
integration, personal networks and local support groups.

Best Practises from a European Context
for immigrant entering labour market presented in E-book:

https://issuu.com/ifallsverige/docs/15_cases_reuerhc_e-book
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