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INTRODUCTION

In early 2006, the European Union (EU 27) had 495 million inhabitants. Of
these 495 million people some 27-28 million are international migrants—
representing roughly 7 percent of Europe’s total population. Foreigners
accounted for less than 10% of the total population in the majority of Member
States, Luxembourg, Latvia and Estonia (2006) were the exception to this rule

among the member States.

Figure 1: National and foreign population (% of the total population)
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In 2006, the EU27 had an overall net migration rate of 1.570.564 habitants.
This accounts for 80 percent of Europe’s total population growth (1,95 million
of people in 2006). In absolute numbers net migration was largest in Spain
(+611.345) and Italy (+377.468), followed by UK (+ 159.500), France (+93.567),
Ireland (+ 66.749) and Belgium (+53.357). This pattern was not systematic, as
there were net outflows (more persons leaving their national territory) reported

in the Lithuania, the Netherlands and Poland.

The three main reasons that drive the migration, (both legal and clandestine)

to the EU are politic asylum, family unification and labour migration. In 2000,

in 61% of the cases, employment was the reason of legal entry in Italy, 46% in
Portugal and 36% in Spain. In Ireland and Greece admission for economic
reasons played a dominant role. In the UK, employment was the reason for
entry in only 27% of the cases, as was family reunion. The latter was the most
important “gate of entry” in Sweden (50%), France (40%), Denmark (36%) and
Finland (33%)

The domestic migration (NOTA: Domestic migration: only migration flows
inside EU27. ) in EU24 represents the 25% of all migrants flow, and more of
2.600.00 migrants come from the new states members, specially form Poland
and Rumania (more of 1.380.000). A similar percentage is the flow of other
non-European countries citizens to EU27, more of 2.700.000. The origin of
these migrant is Balkan region, especially from Albania and the former

Yugoslavian Republic.

Excluding nationals from other EU Member States and other European
countries, the largest groups of foreigners come from Turkey. Over 2.000.000
(of a total of 8.019.000 non European migrants that live in EUR27) of turkeys

live in EU27, and they are concentrating in Germany (over 87%).




But, the exact number of migrants residing in Europe is unknown. This is
partly due to two main reasons: in one hand the lack of harmonized criteria to
define the “migrant” term in their demographic, economic and social statistics
(in many countries of Europe use the nationality, in other the place of birth);

and in other hand the different programmes for migrants regularization.

Actually Spain, Belgium, France, Greece, Italy and Portugal offer flexible
regularization programmes, but other countries” regularization policies are
more restrictive and allow smaller number of regularizations. In the next table
we can see the different data about regularization in some European

countries.

Considering Labour Market characteristicals,Immigration, in so far as it
constitutes additions to the labour force, increases the amount of available
labour inputs in an economy, thereby raises potential output and allows for
faster sustainable growth. The participation rates of immigrants in the labour
market are generally lower than those of native. The employment rate of
immigrants is on average about 14 percentage points lower than that of non

foreign citizens.

Between 1997 and 2002 the number of people employed in the EU-15
increased by about 12 million (+8.1%), out of which 9.5 million were EU
nationals and more than 2.5 million were third-country nationals. While the
share of third country nationals in total EU employment was 3.6% in 2002,

they contributed to employment growth by 13% during the period 1997-2002.

In 2002, the unemployment rate was more than twice as high among non-EU
nationals than for EU nationals. The gap is 30 percentage points in Belgium
(i.e. employment rate of EU-nationals is 30 percentage points higher than for
non-EU nationals). It exceeds 20 percentage points in Denmark, the
Netherlands, Sweden and France, and 10 percentage points in Germany,

Finland and the UK.




On the whole the occupational structure of the foreign-born population in
Europe (as identified in the LFS) is different from the EU 15 average.
Economically active immigrants are underrepresented in medium-skilled non-
manual positions (immigrants: 6,9%; EU 15 average: 13%) and
overrepresented in unskilled manual positions (immigrants: 33,7%; EU 15

average: 17,6%).

The education and professional experience is not easily transferable or
recognised into the host country and can result in "brain waste". Indeed,
indications that certain immigrants tend to be overqualified for their jobs point

to the risk of discrimination in accessing the labour market.

More than 15% of third-country nationals were low skilled and 23,30% highly
skilled compared with 13,8% and 838,40% for EU-nationals. Improving
migrants' integration in the labour market requires breaking the vicious circle
of a low skill level giving access to sectors and jobs, which in turn, offer poor

chances of improving their skills.

There may be a correspondence between the skills or occupational and the
sectoral distributions of non-EU nationals. The proportion of non-EU nationals
in “Hotels, restaurants and private households” is far above that of EU
nationals. To a smaller extent, this is also true for “Manufacturing”

“Construction” and “Business services”.

Altogether, some 60% of the non-national workers were employed in these
sectors in 2002. On the other hand, the proportion of non-EU nationals was
lower than the one of EU nationals in “Agriculture”, “Financial services”, and
“Health and social work”. As well as in public administration, defence and

education, which has an institutional explanation.




Migrants workers are not only concentrated in a few sectors, but within them,
in the lower skilled segments. “Education”, “care” and “health” progressively
emerge as new sectors of employment, notably for newly arrived migrants
while young people of foreign origin tend to be increasingly working in jobs

with a “national profile” .

From now on, all results and conclusions given are based on the received

national studies from our partners.

Those studies were done from an interview with a semi structured script, with
the only intention of homogenizing the results. So it will be easier to compare
the training plan situation among the enterprises of the six different analyzed

countries.

Partners have made interviews to Human Resources Managers, at least 5 each
country, of different enterprises with the purpose to receive more exact

information of the situation of the whole country.

The final aim of this homogenization is to take in consideration all differences
and common trends in all countries to take out some conclusions and make

the best tool to make Human Resources Manager easier the training planning.




Czech Republic




National Context

The Czech labour market is becoming increasingly attractive for foreigners.
There are foreigners from 180 countries registered on the Czech labour
market. Most numerous are citizens of Slovakia, Poland, Ukraine and
Vietnam. Migration trends in the Czech Republic are not entirely consistent
with trends in developed countries, but there are many similarities.
Immigration of asylum seekers remains low compared with many economically
stronger countries, but, as in other countries, family reunification is gaining in

significance in the Czech Republic.

Fig. 1 Share of immigrants in the population of the Czech Republic,
31.12.2006
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Foreigners’ educational details are a requested indicator, but this information

is not available for the entire set of economically active foreigners.

A distinction should be drawn between the education required in a job and
highest level of education achieved by foreign nationals. According to data of
the Employment Service Administration of the Ministry of Labour and Social
Affairs, one-third of foreigners registered at the labour offices has attained
secondary vocational education with a training certificate (32%), but only 29%

of them worked in a job that required this level of educational qualification.

A quarter of foreigners had elementary education, possibly supplemented with
practical training, lower secondary but 40% of them worked in jobs where only

elementary education was required.

That means that 15% of them did not make use of their attained
qualifications. 8% of foreigners had complete secondary vocational education
with school-leaving exam, but just under 6% worked in jobs with this level of
required qualifications. 10% of foreigners attained university education and
9% worked in jobs requiring university education. The disproportion between
attained and required education was found to be the lowest in the case of

university education.

There is a very big difference between citizens of EU and citizens of third
countries in requirements for employment of foreign nationals. Citizens of
other EU countries and their family members do not require a work permit in

order to work in the Czech Republic, which makes their recruitment very easy.

Third-country nationals may be hired and employed under certain conditions,
which make their integration in labour market more difficult. Such individual
has to have a valid work permit and before an employer can issue a so-called
"hiring commitment" to a foreign national, the employer has to obtain a permit

for the hiring of foreign employees.

10




A work permit for employment in the Czech Republic is issued for a specific
period of time and for a maximum of one year. Should any of the information
provided change prior to the expiration of their work permit, the holder of the
permit is required to apply for the issuance of a new permit with their local
Labour Office. If the employment (employment contract or, contract for work)
is terminated on an earlier date, the validity of the residency permit issued for
the purposes of employment expires at the same time. A foreign national who
is sent by his or her employment to perform work in a location other than the
job location noted in the work permit for a period longer than 30 calendar

days must apply for the issuance of a new work permit.

Results of the interviews

Participants

Head of the Immigrants integration Section, Ms. Helena DluhoSova

Jaromir Pavek, director of INCOT company, operating in textile

industry, located in small town Kraliky in the Usti nad Orlici district.
The company has approximately 150 employees and immigrants are

very important for operation of the company

Vlasta Valentova, head of supervisory service section of Tumpach

company, located in Prague, operating in international road transport
services. Companies in this sector belong to the most affected by lack of

native workers.

Jan Kopacik, director of Copi-J company, located in Husinec, operating

in automotive and textil industry. It has over 150 employees, more than

30 immigrant workers.

Magda Brozikova, HR manager of Software 602 company with almost

100 employees, operating in software development

11




Main results

The number of immigrants working in Czech Republic has been increasing in
recent years, which means the Czech society has to adapt new approaches as

it has been homogenous for years.

The documentary research indicates that there is a lack of knowledge and
documents on existing practices or activities in the field of immigration

workforce recruitment, training and labour integration.

There exist a lot of documents or activities on integration of immigrants in
society in general, but only few of them are focused on their labour

integration.

The lack of methodology and very complicated system of work permits for
foreigners result in existence of illegal labour market and system of hiring

immigrants from suspicious agencies.

The knowledge of Czech language is crucial for integration of immigrants in
Czech labour market. There are other key prerequisites of integration of

immigrant workers:

Key prerequisites of integration of immigrant workers are as follows:

1) knowledge of the Czech language

2) immigrant’s orientation in society

3) immigrant’s relations with co-workers
4) motivation to work

5) knowledge of legislation

6) knowledge of technical standards

12




There exists a lack of documents, analyses or tools for the prevention and

detection of training needs among immigrant workers in Czech Republic

Besides courses of Czech language, immigrant workers are interested the most
in courses of computer literacy. Other important training tools are courses of
motivation to work, where immigrants get familiar with legal framework of
labour market, writing CVs and motivation letters, filling forms, testing job

interviews etc.

Some companies recruiting immigrant workers realize skill audits, on which
basis individual training plans are scheduled. There are many ideas about
content of training courses for immigrant workers for their better integration
in working environment, such as safety of working, rights and duties of
immigrant workers relating to their job, machine operations or even driving

licences.
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POLAND
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National Context

Poland is a country which is rather homogenous. According to data published
by General Statistic Office, only about 2% of people living in Poland were born
abroad. More than 98% of inhabitants declare Polish nationality. Despite that
fact, south-eastern part of Poland is the most multicultural - it is the effect of

multi-national past and new wave of migration since entering to the EU.

The biggest minority in Poland is German minority (about 150 000) who live
mostly in south-western Poland (Silesian region). However, they are well
integrated, and even have representatives in Polish parliament. Following

minorities are people from Belarus and Ukraine (mostly in eastern Poland).

Present situation on labour market in Poland is rather average, but is
permanently improving. Level of economical growth amounts to 6%,
unemployment is about 8% (according to Eurostat) and still descents, salaries
are growing (in period of 2005-2007 growth by 18%). Situation of immigrant
workers depends on region. In western Poland most of them work and prosper
well. In eastern Poland migrants from Ukraine and Belarus often work in “grey
sphere” — they are not registered, so they don’t have rights, which have typical

employed workers.

According to data possessed by Career Offices in universities and higher
schools in Rzeszow, migrant students from further countries like India or Iran
usually don’t work in Poland. These migrants asked about the reason, say that
they have communication problems, they don’t know how to find a job, they
are afraid of discrimination. The problem is that international offices don’t

support them in process of searching for a job.
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Results of the interviews

Participants

Polish Partner have realized the questionnaire among 10 private small and
medium enterprises in Poland. They chose firms from different sectors and

with different range of activity. The questionnaire consists of 18 questions.

Mr Grzegorz Szymczak, owner of the ,BUDOPUNKT II” firm, acting in

construction sector. This sector is one of the best adapted to employing

foreigners.

Mr Grzegorz Lisowicz, president of the Info-Projekt firm from Rzeszow.

This firm acts in services sector and inside its staff it has section
responsible for human resources management. Particular activities are

directed on recruitment of the staff, quality policy and training policy.

Mrs Anna Dabrowska of University of Information Technology and

Management, who is director of Personal Advisory Office. Universities
are the places which are multicultural for many years, and in current
Europe without borderlines it is even more common phenomenon. The
university has divided department acting with human resources
management, its particular tasks are: recruitment of the staff, training
policy, estimation of workers and what is important with refer to

migrants, adaptation of workers.

Mr Dominik Rarég who works in TYWENT firm, acting in field of

industry. This firm doesn’t have divided body acting with human
resources management, but has quite big experience in employing

workers-migrants.

Mr Bartlomiej Szubart who works in Raben firm from Rudna Mala. This

firm acts on European market and gives services of logistics and
transport. Raben has great experience in managing international

working staff. Of its experience result that immigrants are not
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characterized by some specific training gap in comparison to native
workers, despite that he supports implementation of different trainings,
because they improve the communication in the firm. But he highlight
that migrants don’t need any specific trainings and should be trained

by the same way as the other workers.

Mr Lucjan Tomaka, administrative worker in the MARMAR enterprise

acting in field of services. This firm doesn’t possess specially divided
section for human resources management, but it leads regular trainings
of its workers and moreover it has experience in management of
migrant workers. Mr Lucjan said, that integration of the staff is on the
first place in his firm. These activities can reduce training gap which
appeared because of different educational processes. Proper
methodology and identification of training needs allows on adapting

task groups to nationality of workers.

Mr Jan Cyzio, director of the Polkemic firm, acting in field of industry.

This firm didn’t divide special section to manage human resources, but
it Leeds regular trainings, especially concerning new technologies and
trainings, the most frequently they are planned by subcontracting. Mr
Jan thinks that trainings are good tool for integration of migrant

workers, on condition that all the workers participate in it.

Mrs Judyta Stachowicz of GTO Warehouse, which offer many services.

The warehouse as the small object on the market didn’t divide section
for human resources management. Mrs Judyta stated that years of
experiences in her job show that trainings are the best method of
creation of integration in the firm “They help to get to know each other

and integrate in the group”.

Mrs Agnieszka Szalajko, assistance of management in the ,E-service”

firm, acting in field of services. In the managing staff there is a special
section acting with human resources management and to its tasks

belong: recruitment of the staff, training policy and quality policy
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connected with that. All the courses are supported by former analysis of

so called training needs and therefore they bring effects.

Mrs Barbara, specialist of customer service in the Leader Service -

enterprise from Rzeszow. In this firm acting in the field of services there
is a section responsible for human resources management, which acts
at recruitment of the staff, training policy, salary policy and elaboration

of ,worker’s guide”.

Main results

80% of respondents told us that they don’t have human resources or
recruitment department. This is quite surprising, but it can result from the
fact, that we asked rather smaller firms. 6 on 10 asked managers indicated
that training activities are planned by informal way. 3 of them answered, that
this is a result of training needs’ analysis, and 1 - subcontracting. This
phenomenon tells us, that most of enterprises don’t lead any form of analysis

of training needs, and selecting trainings is often accidental.

The interesting fact is that 9 on 10 asked told that trainings which they offer
to they workers are proper, and they cover their training needs. It can suggest,
that informal way of planning trainings may mean, that managers simply talk
with workers and ask them, which training they appreciate. Although, it isn’t a

professional method.

5 of 10 managers have experience with managing of migrant workers. All of
them answered, that trainings are good tool for integration of migrant workers
in the enterprise. The more frequent justification was that trainings always

serve for integration in the firm.

Most of respondents answered that immigrants have “training gap” in
comparison to native workers. As justification they mentioned among others,
that they don’t have knowledge about specific features (culture, law, customs)

of country in which they work. Almost every answered indicated that there is a
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need of specific methodology of prevention and identification of training needs

among migrant workers.

80% of respondents think that multiculturalism is a common trend in world of
entrepreneurs, only 20% consider it as isolated accident in some

sectors/regions/countries.

What is worth meaning, half of respondents indicated, that they don’t have
sufficient experience in working with migrants — and most of them would like
to participate in the course, which develops these abilities. The most
frequently indicated areas of training considering this aspect were
intercultural communication, training needs of workers-immigrants and social
skills. Of our research results, that in our city there aren’t possibilities of this

kind of training.

Considering human resources development point of view, most of respondents
indicated following suggestions with aim to improve level of integration of

migrant workers:
0 integration classes / working in groups
0 trainings

0 common activities

(@]

learning of new language

According to these opinions we can state, that the biggest problem is lack of

inter-human integration in the environment of the enterprise.

As the research shows, managers and workers are aware that
multiculturalism in enterprises is the trend, and not the isolated accident in
defined sectors. They are also aware of the training gap, which exists between
native and migrant workers. Therefore they should pay more attention to

migrant workers.
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Most of respondents told that they should be trained in areas like:
-Intercultural communication
-Training needs of migrant workers

-Social abilities

But the problem is that in Poland it is not popular subject of training.

Therefore our recommendation is to start to train in this range. It is

recommended also to start to plan training activities after analysis of training

needs — at the moment most of enterprises do it by informal way. This method

will ensure better adaptation of proposed trainings to needs of workers, with

particular attention to immigrant workers.

They are aware of that, because most of them answered, that there is a need of

specific methodology of prevention and identification of training needs among

migrant workers.
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GERMANY
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National Context

After the latest research of the Federal Statistical Office 15,3 million people
with a migrational background are living in Germany which comes up to 19 %
of the whole population. This group can be divided into two groups: people
with a foreign resident status (people with another than the German
citizenship) as well as people with the German citizenship (e.g. foreigners who
got the German citizenship or (late-) repatriates e.g. from the former Soviet
Union who came back to Germany after the second world war including the
children of both groups). The first group mainly came to Germany to seek for
labour followed by their families. They make up 7,3 million people of the 15,3
million. The remaining 8 million people are Germans with a migrational

background.

The biggest group of the foreign resident population is coming from Turkey
with a proportion of about 25 %, followed by citizens coming from Italy, Serbia
and Montenegro, Greece, Poland and Croatia. About one in four foreigners
comes from a member state of the European Union. The group of repatriates
includes about 3 million people who are living in Germany now. Within the
last 15 years about 2,5 million people came to Germany. They are mainly
coming from the former Soviet Union especially the Russian Federation and
Kazakhstan. A third group has to be mentioned: the group of refugees. Their

number varies mostly according to the political situation.

The number of unemployed people is rising steadily since 1980. Today the
unemployment rate is of about 10,5 % which comes up to 4,4 million people.
In Berlin nearly 290.000 people are unemployed which results in an
unemployment rate of 17,2 %. Also the Hartz labour market reforms could not
reduce the unemployment until today. Especially young migrants or young
people with a migrational background have serious problems to be qualified

and to find a job afterwards.
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Results of the interviews

Participants

In total 10 experts have been interviewed by questionnaire (5 each
organisation involved in the project) in order to obtain relevant information for
the development of our concept. The forms have been sent by post, fax or
email. Some companies have been contacted by phone or email before sending
the questionnaire to introduce the project. The return of the questionnaires,
especially those of the companies, was very stagnant due to a lack of time as

they argued. They had to be contacted several times.

Main conclusions

From the results of the questionnaires some trends can be made in order to
compared the results at a European level. Regarding the results of the
questionnaires we figured out that 50 % of them consider or do already employ
migrants on a low skilled level because of lower labour costs, a specific skill
shortage or more quality and flexibility within the employment. This can be
seen as a trend of the employment policy that will become more and more

significant.

More data about this item show us that 80% interviewed companies employ
migrants, because they work in the international business and they can use
their knowledge of foreign languages as well intercultural knowledge. 50 % of
companies employ migrants, because they have the same skills and knowledge
as non-migrants. 90 % of companies sad that professional competences of
migrants workers are as important as language competences. The requirement
for the employment are the professional skills and communications skills in
German or in many cases communications skills in English language are

enough.
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The experiences having been made were mostly positive. Regarding the
qualification and skills of employees with a migrational background it was
emphasized that language is playing a very important role. 90 % of the
interviewed companies indicated that language competences are very
important for the employment in their company and for the integration in the

local workforce.

Asked for the field in which foreign workers would need most training they
indicated language training followed by training on vocational and professional
issues. The need for an additional training of trainers was reflected by the
answer of the question whether it would be important to improve the
professional skills and qualifications of trainers for developing multicultural
groups. More than 50 % answered with “yes”.

They see an additional need in the field of instructional skills, conflict

resolution, intercultural communication and cultural diversity.

75 % of the interviewed experts indicated that they never had any kind of
intercultural or diversity training and rate this as very important. They see an

additional need in the field of:

Intercultural communication

Conflict solving

Cultural diversity

Getting new ideas of language instruments.

English/German language training

New technologies and intercultural aspects within companies

New HR management methods
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Finally all experts were asked about the preferred teaching methods and study
material they use. Regarding the teaching methods we can say that
explanations, learning by doing and the use of case studies are favoured by
the three groups. Concerning the materials all three groups named printed

materials as well as interactive media as being useful.

Considering the migrants training needs all interviewed persons answered,
that the training is very good toll to integrate the migrants workers within the
company provided that the training will be hold in the mixed groups migrant
workers together with native workers. More than 70% of the experts sad that it
is important to train the employees on all levels: the managers, heads of
departments and another persons with multiplier role as well employees
without manager role in following areas: acceptance of cultural diversity,
acceptance of different cultural backgrounds, methods of problem solving in
intercultural teams, sensitising for self- perception and outsider’s perception,

stereotypes and prejudices.

The are some misunderstandings between migrants and non-migrants workers
or between migrants from different countries of origin because of language
misunderstanding or inadequate communication or cultural diversity. Areas in
which migrants employees should get trained are the same as the for the
native workers plus additionally the employment law in Germany, a social life
and professional life in Germany and special/technical language training

together with professional issues.

50 % of the interviewed experts indicated that there will be the necessity of
specific methodology for the identification of immigrant workers training
needs, helping to find the adequate training for each person/group of persons

depending of the region of origin and professional experiences of them.
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Nowadays, in time of globalisation the intercultural aspects get more and more
important and its why the immigrants workers integration from the Human
Resources point of view should be the part and parcel of internal and external
trainings in the entrepreneurial world. Finally all experts were asked about the
preferred teaching methods and study material they use. Regarding the
teaching methods we can say that explanations, learning by doing, workshops
and the use of case studies are favoured. Concerning the materials all persons

named printed materials as well interactive media as being useful.

Bildungsmarkt e.V.:

Nearly half of the interviewed companies anticipate a labour shortage and
think about recruiting immigrant workers

If they do already experience a labour shortage they employ workers on a
low skilled level

More than half of the interviewed companies/experts think that
immigrants have to cope with different barriers

What kind of barriers was not clear-cut

Bureaucracy and prejudice were the most mentioned

Language competences are playing a very important role

More than half of the interviewed companies/experts said that language
training would be very important but they do not offer it and are not planning
to do it

50 % have already encountered conflict situations

Mostly between students of different nationalities followed by conflicts
between students and teachers

More than half of the companies/experts indicated that it would be
important to train the professional skills and qualifications for teaching

multicultural groups
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WBS Training AG:

80% of the interviewed companies recruit immigrants workers, because
they work in the international business

Those companies, who employ migrants workers and act international use
in most of cases their intercultural knowledge or knowledge of foreign
languages

For 90% of companies are professional skills of employees very important

20% of companies don’t employ immigrants workers but think about
recruiting them

Bureaucracy is one of main barrier to employ immigrants

Conflict situations in 10% of cases because of language misunderstanding
or inadequate communication or cultural diversity
WBS Training AG:

More than 70% of the experts sad that it is important to train the
managers, heads of departments and another persons with multiplier role as

well persons who collaborate with immigrants in following areas:

W Sensitising for self-perception and outsider’s perception

W Intercultural competence (intercultural communication;
workflow, business manners and negotiations in different
cultures)

W Sensitising for stereotypes and prejudices

W Sensitising for different cultural backgrounds and cultural
diversity

W Methods of problem solving in intercultural teams
Media: structured courses, interactive CD-Rom, printed materials

Methods: Explanation, Case studies, studies hour with tuition, coaching,

workshops
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National Context

Italy's population is 57 million, of whom just over 1,500,000 are foreign
nationals. Even though this is one of the smallest percentages of immigrants
in Europe (about 2.8% of the population compared with the EU average of 5%,
peaking in Austria, Belgium and Germany at 9%) there is a constant increase
in the influx of foreign nationals (in 1999 the number rose by more than 20

percent in one year).

This increase indicates that migration into Italy is accelerating sharply. This is
an important factor that helps to explain some of the difficulties facing the
Italian system in adapting in terms of reception facilities, and in social and

cultural terms.

As far as the number of foreign workers arriving each year is concerned, Italy
is among the leading countries in Europe, following Germany and the United

Kingdom, and at a level with France.

Considering that the immigrants heading for Germany are mainly only staying
temporarily in Italy, while two-thirds of the new arrivals in Italy intend to
settle permanently, one can understand that Italy has become one of the main
migration outlets in Europe. Another interesting feature of migration in Italy is
the fact that it is not possible to identify any one prevalent foreign community
within the foreign population, more along the lines of what one finds in the
United States of America (and in North America as a whole) than in the rest of

Europe.
This is an important feature to be borne in mind when drawing up national

policies to foster the integration of immigrants, which must show that they are

able to respond to socio-cultural demands.
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Currently, there are an estimated 2,500,000 foreigners, from more than 180
different countries. The immigrants are thus incredibly diversified and
comprise numerous small communities with very different languages, cultural

backgrounds and traditions.

The biggest communities are Romanians, Albanians and Moroccans, that
make up 30% of the total. Followed by the Ukraine, Chinese, Philippines and
Polish.

Immigrants from Eastern Europe are mainly women, with a relatively short
term migratory project. Foreign minors account for 16% of the total. More than

280,000 children are now attending Italian schools.

Immigration has not been explicitly demanded by employers, nor has it been
ruled by agreements with the immigrants' countries of origin, nor perceived as
necessary for the economic system. For all these reasons, immigration has
been chaotic and managed in an emergency and approximate way, even
though it is deemed useful and is requested by the "informal" as well as the

"official" economy.

Piemonte, Lombardia, Liguria, Trentino, Veneto, Fiuli, Emilia Romagna - and
more than one third of the total are currently living in the North East of the
country (mainly in Lombardia). In the centre of Italy, Lazio is the region with
the highest percentage of immigrants and Rome on its own hosts more than
100,000 immigrants. Roughly half of the immigrants in the southern part of
Italy are living in Campania. Immigrants in the North are employed in small
factories making third party products, in the centre they are mainly working
as carers and in the South they work in agriculture, building trade or they are

self employed in small business activities.
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On 1st of January of 2001, there were over 1,500,000 immigrants in Italy,
approximately 1,350,000 with valid residence permits, plus minors without an
individual residence permit, equal to 3% of the Italian population. This
percentage, drastically underestimated due to illegal work, accounts for the
immigrants in the total Italian workforce: in 2000, one in ten newly-hired

employees was an immigrant worker.

In relation to work, despite a slight and constant increase in the number of
immigrants employed and integrated, there are still discriminatory episodes
such as the under-use of immigrants who, irrespective of their qualifications

and experience, are employed at a lower grade.

This under-use, together with the difficulty (often highlighted by social bodies)
of reaching a balance between supply and demand of labour, the unawareness
of employers” of certain tools for rapid and profitable integration of immigrants
(for instance the low use of work training contracts - only 5%) and the use of
illegal and partially illegal employment (affecting approximately a third of
immigrants with residence permits) are all further practices which
discriminate against immigrant workers and deny them full integration into

the social and financial fabric of society.

Considering that the migratory project of the biggest immigrant communities
in Italy, namely Albanians and Moroccans, is becoming more and more a
medium and long term plan, an appropriate knowledge of the Italian language
is a matter of greater importance in relation to the immigrant integration

process.
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Results of the interviews

Participants

The direct target group of the interviews consists of professionals such as: a
company owner, a business member of a company, administrative managers
and a sales clerk of different kind of companies mainly of the primary sector
such as engineering companies, a company dealing with the production and
installation of doors and windows and also a social cooperative dealing with

the maintenance of green spaces.

Main Results

First of all, it must be stressed that immigrants in Italy are from numerous
countries and have experienced very different educational systems with a
variation in terms of years of school attendance. The immigrants' entrance
level in language courses, various considerably and is hampered by previous

knowledge, and often by not knowing the Latin alphabetization.

The condition of social exclusion in which many immigrants live, tends to
increase language fossilization and to encourage the use of inefficient
communication patterns or even miscommunication that will be useless in

different working and living environments.

Considering the first part of the interview related to the processes of training
needs identification within the company, most of them declared to have a
department for Human Resources management or a person in charge of
recruitment who mainly deal with Staff Recruitment, than Salaries Policy,

Training Policy and Purchase and Sick leave and Holidays management.
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Half of them plan training activities in an informal way the others lead a
Training Needs Analysis also through an external operator managed by the

company Quality Department.

The interviewees that think to lack of the appropriate training to carry out a
training needs analysis give different reasons: they don’t have a person
dedicated to training or the company deals with a technical work and the

technical training should always be adapted to the new technologies used.

To tackle the new challenges everyone agrees that new technologies and
training and New HR management methods would be appropriate.
The second part of the interviews focussed on the new challenges in the

process of training needs analysis within intercultural environments.

The selected companies have almost all experience in employing immigrant
workers. Among the difficulties they had to face are above all communication
and socialization problems with the colleagues due to lack of knowledge of the
Italian language (one of the immigrant worker resigned for this reason),
followed by bureaucratic problems such as driving licence conversion for

extra-communitarian workers and stay permission renewal.

They all agree that training is a good tool for immigrant workers and they add
that training is a fundamental tool for all the workers not only for immigrant
workers and it is useful to socialize with the other colleagues to avoid
misunderstanding and to ensure security in the workplace.When training in
the company aims at promoting and integrating immigrant workers they

unanimously believe that it should be addressed to all the employees.

Contrary to what people usually think, immigrant workers don’t have a

training gap related to technical skills but to the knowledge of Italian language
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especially written comprehension. They are often more skilful and reactive
than native workers because they are used to manage on their own. Many of
them are overqualified for the jobs they apply for because they often have a
high level of education (such as degree). The only common problem outlined by

all of the interviewees was the knowledge of the Italian language.

Surprisingly most of the interviewees think that a specific methodology for the
prevention and identification of immigrant workers’ training needs is
necessary because they already know what they need, their problems are clear
and easily found and they believe that training is standard for all employees
and one of them relies on temporary agencies that already know the
immigrants training needs and the experience and qualification required to

work for his company. Therefore nobody knows material in this field.

The areas the company staff should be trained in to properly address the

interculturality phenomena within the company seem to be:

Intercultural communication and languages and all of the interviewees

declare to be disposable to attend a training course in this field.

Interculturality is a general trend in the entrepreneurial world and one
specifies that it started from specific sector (such as in Vicenza the leather

tanning industry).

First of all they suggest an Italian course and an Italian culture course to fill
the existing language gap and “to make them understand the Italian mentality
of productivity and of “team work” that means that if everyone does his/her
job well, the company is successful, otherwise it will always be like a “bike
with a flat wheel” but also a communication and tolerance course for all to
learn to be more tolerant and open-minded and socialization events to improve
the relationships with the colleagues, one suggests a course on the immigrants

culture (such as their religion holidays and habits) to better know each other
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and also a course on the hygienic rules to follow in the work place because it
could be a difficulty to let them know that there are hygienic problems with
the colleagues...

The first thing that is clear from these interviews is that we have to get rid of
all the stereotypes related to immigrants and consider the real needs of such
workers that can be very different from the one we expected and understand
their condition and their culture and habits and from the immigrants point of
view they have to know very well the language in order to be able to
communicate and work and the Italian culture and Law in order to be able to
be integrated in Italian society and in their own work place...and training is a

very useful and a necessary tool to reach these goals.
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ENGLAND
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National Context

The definition of migrant worker being a non UK based origin. This study did
not set out to focus on A8 countries, but their dominance both in terms of
numbers and in terms of perceived impact on services, has meant that most of

this study is based on them.

The South west of England has experienced a steady rise in migrant workers
and for many migrant workers is seen as an important source in the labour

market to meet the skills demands and address recruitment difficulties.

HR and training managers are responsible for many facets within staff
employment and staff development, each are inter-related and responsible for

the integration of migrant and UK nationals.

The current level of training is predominantly set at a vocational level where
up-skilling of migrants are slightly under represented, through concerns that
migrants will move from area to area or sector to sector.

Language skills have always been seen as a major obstacle to over-come.

The UK government introduced a number of initiatives aimed at providing
core-skills for all workers and particularly English, ESOL. English Speaking as

an Other Language.

In order to gauge business and organisational structures in relation to the
employment of migrant workers one first has to consider the national scale
and numbers of immigrants entering either the regions or nationally of the UK
In 2001, 8.23 % (4.9 million) of the total population of the UK were born

overseas.
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After EU enlargement these numbers dramatically increased. It is estimated
that this number had risen to ten %. As shown before there are a variety of

categories of migrant workers; some requiring documentation, some not.

This means it is difficult to identify the total number of migrant workers in the
UK. Migrant workers raise national economic output by expanding the supply

of labour and by filling gaps in the job market.

Migration as a phenomenon is notoriously hard to describe and predict.
Situations and circumstances can change very quickly and are affected by
many factors, e.g. UK immigration policy, EU policy, politics and the economic

situation in the migrant Workers’ country of origin.

As the South West of England is largely rural the sectors selected are from
where migrant workers are known to become employees and or settle into the
local community. In the expectation that results established a regional cross
sectional analysis which will mirror and be mapped against UK national

trends
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Results of the interviews

Participants

The following list of respondents was carefully considered representative of the
sectors employing migrant workers and would be responsive to and or have
knowledge of the issues faced. Respondents have been, or are employers of
migrant workers including some that directly advise employers on issues that
affect the employment of migrants. The variation of staff numbers per
organisation range for 2 staff to 60 staff and is expected to mirror regional,

national and potentially European statistics

Services;

Nursing Care Home (part Govt funded)

Food & Drink Producers Business Advisory Service (regional govt funded)
Third Sector

Theme Park

Industry;

Meat Processor

Fishing Industry Training

There are a tremendous amount of programmes and agencies supporting skills
for workers within the region and nationally. However, unless employers are
large enough or have access to HR professionals they will lose the opportunity
to employ the right skills that are available amongst migrants. Migrant
workers have made an enormous contribution to the South West economy,
with its diverse economy and seasonal work it has always attracted migrant

workers.

39




Main Results

Within the region, the South West Regional Development Agency has carried
out extensive work on issues related to migrant workers in the food and drink

industry, which is very important in rural areas.

Migrant workers are concentrated in a range of industries. Of those who are in
employment, the Workers Registration Scheme (WRS) estimates that nearly
70% of those registered on the scheme work in administration, business,

management, hospitality, catering and agriculture.

The South West region has the second highest percentage working within
agriculture, 23% compared to 13.2% nationally. There are marginally higher
numbers working in the region in hospitality, catering, food/fish and meat
processing and health and medical than the overall average for the UK.
Research conducted by the Department of work and pensions in 2002, showed
that migrant workers are concentrated at both the low and high ends of the
skills distribution. A large number of migrants already have professional
qualifications when they enter the UK. However, there is a significant demand
from this group for access to appropriate English language courses. A recent
report by the Institute for Employment Research found that one of the major

barriers to employment faced by some migrants was their lack of English.

The following table Tables show the number of overseas nationals entering
the UK and being allocated a National Insurance Number for the ten
countries contributing the largest numbers of migrants for the years
2002/03 and 2004/05.
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2002/2003 Thousands 2004/2005
India 25.0 Poland
Australia 18.9 India

South Africa 18.6 Pakistan
Pakistan 16.8 South Africa
France 13.8 Australia
Philippines 11.8 Lithuania
Spain 11.7 France
Zimbabwe 10.3 China, Peoples Republic
Iraq 10.1 Portugal
Portugal 9.8 Slovakia

Employment Sectors: South West Region and UK Totals

Sector South West
Region
Admin, Bus & Man Services 6,335
Hospitality and Catering 5,810
Agriculture Activities 5,355
Manufacturing 1,765
Health and Medical Services 1,495
Food Processing 1,220
Retail 670
Transport 665
Construction & Land Services 630
Entertainment and Leisure 595
Others/Not Known 1,230

Thousands
62.6
32.7
20.3
19.3
16.6
15.6
13.3
12.6
12.2
10.6

Total UK

104,665
69,145
39,525
25,245
16,380
11,600
14,035
9,335
12,365
5,840
20,955
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Further research is necessary to fully consider the national picture on HR
issues facing business and organisations. It appears that whilst there are a
number of research documents clearly defining issues as they affect migrants,
very little in the form of generic material is available in the public domain
demonstrating the HR policies, or considerations of employers of migrant

workers..

The national picture in relation to the questionnaire is very obscure through
lack of available evidence. It is conceivable that such information isn’t
available or contained within private companies who retail their expertises or
the information is only available in conurbations with a larger concentration of

ethnic and migrant workers residing in other parts of the UK

With the creation of the 25 Sector Skills Councils, who have all created their
own Skills Academies it is conceivable that governmental priorities have
switched to focus on integration of immigrants into communities as opposed

to skills advancement and employer relationships.
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National Context

SPAIN
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Immigration in Spain is an increasing phenomenon during the last years.
Beginning 2003, more than 2.7 million of immigrants were legally installed in
the country, which means an increase of 35% related to the previous year. In
fact, immigrant people are nowadays 8.5% of Spanish population, following

the data provided by the National Institute of Statistics.

The main characteristic of immigrants in Spain is their heterogeneity: gender
is quite balance; young adults are predominant, although the trend is an
increase of young people; educational level does not differ too much from
Spanish population level; they come from very different geographical areas, so

cultural features are varied.

The profiles of the immigrants, their daily reality, the level of social insertion,
the economical receiving sectors, and so depend on the Autonomous

Community where they decide to settle.

Foreign workers mainly accompanied by fluxes of capital, basically of Euro-

pean, North-American or Japanese origin.

Labour force relatively qualified which decision for migrate comes more from a
rational calculation of the advantages of working in Spain than from surviving
reasons. They mainly concentrate in cities or urban areas.

Immigrants that escape from the lack of economical opportunities in their
countries, with low levels of qualification. They mainly concentrate in rural

areas and work in agriculture or non-declared jobs.

Concerning labour conditions, the situation of Spain in relation to the
European Union average is of disadvantage. For example, temporary
employment reaches de 30,6%. The main characteristics of the Spanish labour
market

Low rates of labour participation and high rates of unemployment, especially

among women and young people. High rates of temporality and high rates of
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rotation among employment, unemployment and inactivity, affecting more

deeply also to women and young collectives.

High percentage of non-declared economy, irregular or informal, especially
concentrated in some activities and regions.

The productivity of work is low, as a result of a productive structure
dominated by small enterprises, being especially relevant some intensive
activities in terms of labour force, which competitive advantage is based on

low labour costs.

Taking into account the specific situation of the different Autonomous
Communities, four Communities of seventeen (Catalonia, Madrid, Valencia

and Andalusia) group 70% of total immigrants.

On the other hand, it is also remarkable that a high number of immigrants in
a region have to be distinguished from the weight of this collective in the total
population. In this sense, some regions such as Balearic Islands, Canary
Islands and Catalonia present the higher rate of foreign people from each 1000
inhabitants, while others like Asturias, Galicia or Basque Country have the

lower rates.

This geographical distribution has been modified during the last years, and
some regions with low rates of immigration are presenting nowadays the
bigger growth of fluxes. For example, Murcia, Navarra or Balearic Islands
presented the higher proportional increase of immigrants in 2002, while only

one Autonomous Community (Ceuta and Melilla) presented negative numbers.

The distribution of immigrants from the country of origin allows to analyse
some interesting changes, provoked by the entering in the country of
important groups from some specific countries.

Although the immigration increased in a 44,31% from 2001 to 2002, the

higher variation from the previous year is represented by people coming from
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Ukraine (158,68%), Bulgaria (147,12%) and Colombia (119,03%). On the
contrary, people from Portugal, Germany or France did not overcome the

10,60%, 14,71% and 15,95%, respectively.

Average Perceived Profile of Immigrant Workers in Spain

Sex Male

Level of Education Basic Studies

Country of Origin South America

Sector of Activities Services

Department Production / Maintenance
Professional Category Non-qualified jobs

In recent years immigration rate has significantly increased in Spain, which is
equivalent to a significant increase of manpower. On the one hand, the
immigrant collective seems to be characterised by high rates of
unemployment; high rates of temporality and rotation among employment,
unemployment and inactivity; and, non-declared economy, irregular or

informal.

But on the other hand, the current trend is that companies are recruiting
immigrants in order to satisfy different needs. Many companies recruit
immigrants due to the lack of Spanish workforce to cover drudgery vacancies
but they also recruit immigrants in order to provide a better service to their

clients, considering the high number of immigrants in Spain.

In most cases, the profile of enterprises recruiting immigrants is composed by
large companies that need to cover a high number of positions and that have
the material and legal means to do it.

This last aspect is very important, as the process of recruiting immigrants

requires the fulfilment of some legal and formal aspects. Initially, it was an
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informal process, where immigrants with work permits applied for job
positions. But since 2003, when the immigration rate and contingent system
were established, companies started to recruit in the countries of origin,
especially in those who have a special agreement with Spain (Bulgaria,
Romania, Morocco, Ecuador and Poland). This recruitment in the country of
origin is considered very effective by companies although they would prefer it

to be a more agile process.

Results of the interviews

Participants

Juan Gonzalez. Training Responsible for Training Foundation in Vasc Country
Felipe Garcia. Training Secretary of UGT Trade Union

Inmacuda Vinals. Human Resource Responsible of Lufthansa/ Bilbao

Zigor Larreategui. Human Resource Responsible of Tea Cegos

Francisco Arregui. Human Resource Responsible of Cleaning Services

Company

As immigrants labour insertion is directly linked to a job offer, the role of
Human Resources Managers is essential. In the last years they are becoming
more aware about the benefits of contracting this collective, not in terms of
saving salaries but of getting added values for their companies. Apart from the
increasing direct experience, some national initiatives are promoting the
benefits of including foreign workers in the staff. Red Cross in Spain published
a Guide for Human Resources managers, pointing out the potentialities of

immigrants. Among others, they emphasised:

High levels of motivation towards work.
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Will for self-improvement.

Capacity to face new challenges.

Initiative and involvement.

Great interest and will for apprenticeship.

Functional flexibility, to adapt to the needs of productive system.

Geographical mobility.

Company Human Resources will also improve in terms of growth and
entrepreneurial development because the diversity of Human Capital is
reinforced (and also some aspects, such as creativity, innovation, human
relations, new values); corporative image and internal coherence is also
strengthened; and products and services acquire a new added value, being

distinguished from the competitors.

In Spain there are not many courses specifically related to migration, apart
from some concrete themes in some university subjects in Sociology or
Economics. But the increase of immigration in the country, the social and
labour impact and some other elements, such as globalisation and
international cooperation, put the subject in the stage.

In fact, immigration is a subject that is included in training itineraries.
Anyhow, up to now they are still university studies, and more precisely post-

graduate studies, those including immigration as a subject.

Some non-profit entities working in the field, are organising seminars and
workshops to exchange knowledge and to improve the awareness about
immigrant collective’s reality. This entities are also providing short courses to

volunteers and other people interested in the subject.

In any case, a big effort must be done to provide private sector, and more

precisely, companies’ managers and intermediate leaders with training
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resources that will allow them to understand the potentiality of immigrant
workers and to learn the administrative process required to be followed to

contract foreign workers.

In most cases, the profile of enterprises recruiting immigrants is composed by
large companies that need to cover a high number of positions and that have

the material and legal means to do it.

This last aspect is very important, as the process of recruiting immigrants
requires the fulfilment of some legal and formal aspects. Initially, it was an
informal process, where immigrants with work permits applied for job
positions. But since 2003, when the immigration rate and contingent system
were established, companies started to recruit in the countries of origin,
especially in those who have a special agreement with Spain (Bulgaria,
Romania, Morocco, Ecuador and Poland). This recruitment in the country of
origin is considered very effective by companies although they would prefer it

to be a more agile process.

As conclusion, and after analysing the experiences of some companies in
Spain, it can be said that recruiting immigrants is a very positive experience
for companies as immigrant workers are very motivated people with facility
and will to learn. On the immigrants’ side, it is also a very positive experience,
as it allows them to integrate society and feel valorised by their skills and

competences. (We annexed some fragments of the interviews)

Interview 1 . 0There are some aspects of the integr
were common to foreign immigrants and internal immigrants, as the need
to readapt to a new environment. In some cases the need will be higher

while in others it wildl be | ower o6
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Interview 2 . 0There are groups that appreciate m

more closed environments. I think it is quite different from one type of
i mmi grants to another. Chinese people
and textile and other types of i ndust
the case of people from Latin America, they are closer to our values, of
course. [ é] Chinese peopl e us weapldyment B isd
difficult to find Chinese working for
Latin Americans are more likely to adapt to the Spanish culture than
Africans or Romanians that are European. The immigrants with more
difficulties are Africans and Arabians, due to problems related to the
|l anguage, cul tur e, religion, educatio

they find more difficulties to integra

Interview 2. OWi t h regards to t,hlethink atcimpdids ac 0
certain risk if a compensating measure is not adopted in order to promote

the soci al cohesion of these collectiyv

Interview 3 . 0The realisation of Di agnosi
collective is of key relevance, as the mismatches we found are usually

hugeo.

Interview 4 . 0There are some aspects that are ess§s

immigrant workers, as for example the Training in interculturality and the
management of cultural diversity. Training managers need to be trained
in this field and to count with tools that can help us to train these workers

i n what we want them to do and to corr

0There are sever al phases in this process a

recruitment. [ é] T hréng DNeedsQis weryiusefubih this r a
collective. It is essential to inform intermediate managers of companies
who are going to work with the staff recruited about the kind of

incidences that may arise and the best

[e] |
ry and

to f am
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COMPARATIVE FRAMEWORK

Due to differences between countries in regard to immigrant movements it is

difficult to find out a common pattern.

First of all it is necessary to understand each country immigrant movement’s

characteristics — how many people come to the country?, where they come

from?, what kind of work education they have?... - trying to find out the

different needs that could exist.

Immigration %

Y T \ \

Czech Poland Germany Italy
Republic

England

Spain
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As seen in the graphic, it is quite easy to check out obvious differences
between analyzed countries. It can be said that there are two different
groups of countries attending to their immigration movements;
countries who have a high rate of immigration (up to 9%) and those who
its rate does reach just 3%. Those countries that have more immigrant
workers are more susceptible of needing specific training methods

because it is supposed they will have more workers to train in their jobs.

Focused on the main origin country these are the obtained results:

Main origin Country

Czech Republic Slovakia
Poland Germany
Germany Turkey
Italy Romania
England Poland
Spain Morocco

It is curious to see how German people go to Poland while Polish
workers emigrate to another country, England. It could be because of
many reasons but there are no enough details to reach some

conclusions about the immigrant movements.

Attending to the semi-structured interview there are some common

trends between all countries that are going to be detailed from now on.

First of all is noticeable that not every enterprise has its own Human
Resources Department, this characteristic could be like that due to the

size of the company.

They were answered about if their enterprises plan their training

programs. Faced that question most of interviewees said they carry out
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the training in an informal way, so they don’t have any standard

procedure.

Another curious result of these interviews is that all countries noticed
immigrant workers have not such a learning deficit, as is usual to think

about, as language competencies deficit.

Almost every enterprise noticed that multiculturalism is a common
trend in business world. In this question there is a result that stands
out from the others, 50 % of English interviewees said there is no
common trend and multiculturalism is an isolated phenomena not so

common in business.
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CONCLUSIONS

The main concern companies have about cultural diversity is due to the
increase of a workforce supply that can be very useful for them. The creation
of a new network composed by an extensive variety of human capital and the
promotion of parameters in the entrepreneurial context as important as
creativity and innovation, are becoming a key dimension of our closest

economic environment.

Within this context we can find recruitment processes for covering job
vacancies in companies, where the main attitudes and values of male and
female workers are increasingly appreciated, even over their own
qualifications. As a result, when recruiting foreign workers, in addition to the
relevant background they have acquired in their country of origin with
regards to training and expertise, some personal characteristics quite spread

among immigrant population will be also taken into consideration.

It is quite common, in this sense, to find well differentiated profiles that count
also with a wide range of needs and which are in many occasions in a

precarious situation that requires global intervention strategies.

As a consequence, the implementation of Diagnosis of Training Needs within
this collective is highly important as usually there is a gap between their
education and training level and the education and training required for the
job positions they hold, being also an important factor to take into

consideration the handicap resulting from the intercultural differences.

The development of a Diagnosis of Training Needs implies a series of tasks

which are common to any organisation, such as:
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Defining the mission of the organisation
Developing a complete occupational analysis
Establishing the competency contents
Implementing the necessary tools

W Observation

W Questionnaires implementation

W Carrying out interviews
Listing the training mismatches detected
Identifying the training gaps
Planning the short/medium and long term needs
Developing the Training Plan

Establishing the evaluation parameters

Training policies should be interpreted as a tool for overcoming internal
problems or threats and, at the same time, to seize opportunities. From this
approach, the subjects to be dealt with include different issues, from the view
of the internal functioning of the company and the expenses and unachieved
objectives deriving from it to the opportunities and threats related to the

centre or organisation.

Training programmes are not considered as an archipelago of unconnected
training actions, but as a direct bridge towards overcoming changes and

approaching new projects at short and medium term.

Training programmes are transversal and constitute the necessary
foundations of any strategic plan aimed at adapting companies to the changes
and projects that will be put into practice. This way, training programmes
allow the adoption of the necessary improvements with regards to
qualifications that will contribute to the improvement of the efficiency of

immigrant workers and to facilitating their integration in the company.
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The decision of planning training actions and their success and usefulness are
closely linked to the existence and consolidation of a culture of continuous
training. This culture is defined by three interconnected elements: the first one
is the experience of the company in this field; the second one, the value or
degree of prominence of continuous training in the organisational structure of
the sector; and, the third one, the capacity of social agents of the sector to

effectively manage continuous training programmes.

The study of the competency profiles requires analysing, consecutively, three
areas determined by the different job positions existing in a sector: objectives,

tasks and required qualification for the job position.

With regards to the objectives it is necessary to highlight the volume,
distribution and current objectives of the existing and future job positions.
Concerning the tasks, it is necessary to define the tasks that correspond to the
current and future job positions, as well as their degree of priority and; lastly,
referring to the qualification of the job positions it is necessary to outline the

contents, values, attitudes, abilities and prioritisation of all these elements.

Type of training requested by the workers

Methodology requested: face to face training, blended training or
distance training.

Main reasons for requesting this type of qualification.

Experience in continuous training and learning degree obtained.

Level of satisfaction and usefulness achieved with continuous training.
Distribution of the qualification needs according to the priority degree
Unachievable objectives in current circumstances.

Transversal and specific qualification needs.

Classification of the qualification needs that compose the organisational
structure (professional category, functional unit, seniority in the centre,

etc.).
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It is necessary to establish what theoretical knowledge, what social abilities
and attitudes and what skills are needed for carrying out adequately the
occupation, reaching the adequate productivity levels, but from the principle
of unity in diversity, that is, seemingly similar occupations will have a different

competency level according to the sector they belong to.

As a result, it is essential that each sector and company defines its specific
competency map basing on the reports elaborated at sectorial and

intersectorial level.

So the flexible planning of training on the job position must take into

consideration the following aspects:

1. Number and profile of the workers that need training at a given term.

2. Training path to be followed by the workers. The contents must be
established in a training itinerary, defined according to the learning
capacity of the workers and to the most convenient training.

3. Recruitment of trainer workers. Such recruitment must be done, after
defining the qualification, the experience and the skills trainers need.
In this sense, it must be clarified that workers who are more qualified
in one field, are not necessarily those who have the best teaching
skills. Then, training trainers in teaching skills is a good choice to
seriously take into consideration in companies. It is also advisable to
foresee a series of rewards, expressing the recognition of companies to
their trainers by carrying out such an important task.

4. Duration of non formal learning activities and teaching frequency. It is
necessary to design a chronogram where the training itinerary will be
included and specifying who will be the trainers and who will receive
the training.

5. Technical resources required by non formal learning activities.
Changes foreseen in the characteristics of the tasks workers need or

changes in the organisation chart. The transfer from training to the
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job position can imply — and in many occasions it is desirable -
modifications in the contents of the tasks, in the organisational
structure...

. Techniques and indicators for evaluating non formal learning
activities. An integral management of non formal training should
conclude in the put into practice of evaluation activities, aimed at
identifying the level of learning acquired, the difficulties originated,

how it is applied and which is its impact.

Taking into consideration all these key aspects for the implementation of the

Diagnosis of Training Needs, the analysis shows also the importance of having

elements that consider the peculiarities deriving from dealing with immigrant

Which are the activities that can be carried out within the company?

Design of the welcoming protocol (previous)

Contact with other organisations and resources (home search, census,
social security, etc...)

Elaboration of a social, cultural and work guide of the receiving region
Intercultural mediation

Accompanying and follow-up measures

Some of these activities may seem too basic, but if it is the first time the

immigrant worker works in the receiving country he/she may not know the

rights and obligations deriving from an employment relationship. For this

reason it is advisable to reinforce the welcoming stage of any worker.

Making a special effort in investing productive time of the company for the

technical and cultural adaptation of the staff can be a necessary strategy
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within the framework of the design of Training Plans resulting from the

Diagnosis of Training Needs of immigrant workers.

The investment in training plans for the coexistence of cultures is profitable
for a company with staff from different cultures and origins, as it minimises
the cultural conflicts at work and increases productivity. Such plans must
arise from the implementation of diagnosis methodologies which are adequate

for the needs proposed.

The start up of tools for the detection of training needs of immigrant workers
requires taking into consideration the following guidelines (which also
highlight the importance of training human resources managers and of

training in this field):

To promote innovative training plans containing aspects such as non
verbal communication

To design culturally mixed working groups within the company in
order to promote communication inside and between departments
To break the traditional division among qualified job positions for
national workers and non qualified job positions for immigrant
workers

To start measures supporting the loyalty of immigrant workers up,
basing not only in the economic aspect but also in the employment
motivation.

In this sense, it is necessary to not forget that considering only the
personal achievement as a motivation for professional growth,
individual achievement or employment success is a mistake, given
that in other cultures work is not one of the priorities of people.

To take profit of the organisational models from the management
point of view, not forgetting the concepts of integration and personal

satisfaction.
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To include positive action measures in management policies.

To propose the distribution of the tasks within the company

according to criteria strictly based in qualifications and not in the

origin of the worker.

To draft multilingual company training and information material.

To involve all the workers in the participation in intercultural

training initiatives.

Thus, it is essential that training appears as another strategy of the human

resources policy planned in the company linking it to the objectives of the

organisation and evaluating the performance and resources with the resources

the organisation has.

Regarding to the common aspects they share in the semi-structured
interview, it is quite easy to see that the lack of a Department of Human
Resources together with the informal way to plan their training make
these enterprise to have a disorganized way to train and report to their

workers.

The interviewees had said immigrant workers have not a training gap
regarding to local ones. Enterprises probably think about stereotypes
because they do not have any tool that allow them to detect workers”
deficits whether it is training deficit or another one. Those tools could
permit Human Resources Department to identify each worker deficit and
they can try to solve it, in the same way they could know the whole
enterprise biggest deficits to solve them and improve both workers and

enterprise’s performance.
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