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Research has shown immigrants face specific barriers in the labor market, 

including: prejudice and xenophobia, discrimination by employers, difficulties 

obtaining recognition of qualifications and prior learning, cultural differences in 

working practices and communication skills, and lack of awareness of national 

support structures relating to employment and training. These barriers place mi-

grants at a significant disadvantage in comparison with local workers, meaning 

that they can end up in jobs below their skills level; are more vulnerable to job 

instability and experience many difficulties in terms of mobility in the labor 

market.  

The way to overcome this problem was the Pathways to Work project. It is 

a project that has been funded with support from the European Commission, 

within the framework of Leonardo da Vinci programme (Agreement Number 

UK/09/LLP-LdV/TOI-163_252; Project Number – 2009-1-GB2-LEO05-

01320). The Pathways to Work project focuses on young immigrants‟ needs and 

aims to enable them to compete with other job seekers on a “level playing field” 

by equipping them with practical tools in terms of job search and transition 

skills. It involves undertaking a detailed training needs analysis and customising 

existing training materials to suit the needs of young immigrants, aged between 

18 and 30. By increasing this group of young people‟s skills and adaptability 

and enabling them to obtain jobs which recognise and utilise those skills, they 

will be better placed to fulfil their potential in the labor market, enjoy greater 

personal growth and social integration. This will help improve their employ-

ment options and, more importantly, help overcome socio-economic disadvan-

tage. 

There were seven partners involved in the project. Belfast-based Spring-

board Opportunities Limited was the Pathways to Work project lead agency. 

Core partners were: Conform Consorzio Formazione Manageriale (Italy); the 

Immigrant Council of Ireland (Ireland); Fundacion Laboral del Metal (Spain); 

The University of Szczecin (Poland) and Canice Consulting (UK). iRED Insti-

tute for Rights Equality and Diversity based in Athens (Greece) was an asso-

ciate partner in the project. 



8 Introduction 

 

The work on the project resulted with a proper product for target group, 

meeting assumed objectives, as well as with lots of materials prepared for the 

project. This edition of University of Szczecin Scientific Journal “Europa Re-

gionum” focuses mainly on the work, which has been done for the Pathways to 

Work project. Authors, who were persons working and helping with the project 

and shared the broad idea of united Europe, strongly believe that their work has 

scientific meaning and presented papers cover theoretical and practical aspects 

of migration‟s impact on the European development. 

dr hab. Piotr Niedzielski prof. US 

 

 



 

 

he aim of the paper is to present the general theoretical aspects of migra-

tion in the last decades. There is no doubt that economic, political and 

technological changes have influenced the present trends in population mobility. 

Although migration is perceived as a social process, it is closely related with 

economics and also should be investigated through political science, history, 

geography, demography, psychology and cultural studies. Changes in the mod-

ern world and in the global economy reflected in the transformation of eco- 

nomic theories of the migration. 

 

Migration is usually defined as the movement of people from one place to 

another. Some authors agree that migration is not a simple individual action in 

which a person decides to move in search of better life changes, pulls up his or 

her roots in the place of origin and quickly becomes assimilated in the new 

country.
1
 More often migration and settlement are a long-drawn-out process that 

will be played out for the rest of the migrant‟s life, and affect subsequent gener-

                                                             
 1  Migration can be also perceived as the movement of people within the country. This paper 
focuses on the international migration. 
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ations too.
2
 It should be underlined, that migration problems cover many fields 

of study which need to be explored: 

- migration streams, their intensity and socio-demographic composition; 

- the feminization of the migration, the directions of ebbs and flows; 

- the structure and level of development in the emigration and immigration 

countries; 

- the global conditions of the world system affecting migratory streams; 

- the interrelationships formed among specific migratory systems, the migra-

tion policies of ebb and flow states; 

- adaptation and integration problems of migrants on macrosocial, microsocial 

and individual scales, the labor market and its segmentation; 

- ethnic stratification, ethnic inequality, the function and role of ethnic organi-

zations; 

- social conflicts generated by the process of movement, the functioning of the 

family and its disorganization, disintegration problems of individual, identity 

crises, family and neighborly ties between immigrants and their homeland; 

- refugee issues, human rights, axio-normative issues of migration.3  

In economic theories the neoclassical approach has played a crucial role in 

migration studies. It is based on the general theories (formulated in nineteenth 

and twentieth century), which state that migration is connected with the tenden-

cies of people to move from densely to sparsely populated areas or from low- to 

high-income areas, or with fluctuations in the business cycle.
4
 According to 

Borjas
5
, who described migration market, individuals search for the country of 

residence that maximizes their well-being. Competing host countries make “mi-

gration offer” from which individuals compare and choose. This way the immi-

gration market nonrandomly sorts these individuals across host countries. 

There are some arguments that lead to the criticism of neoclassical migra-

tion theories. For example the neoclassical approach assumes movement from 

densely populated areas to more sparsely peopled regions, which does not ex-

plain the migration flows to Germany or the Netherlands – the most densely po-

pulated countries in the world. What is more, this model cannot give the answer 

                                                             
 2  S. Castles, M.J. Miller, The Age of Migration. International Populations Movements in the 
Modern World, Palgrave Macmillan 2009, p. 20. 
 3  K. Slany (ed.), International Migration. A Multidimensional Analysis, AGH University 
of Science and Technology Press, Kraków 2005, pp. 7–8. 
 4  S. Castles, M.J. Miller, op.cit., pp. 21–22. 

 5  G.J. Borjas, Economic theory and international migration, International Migration Review, 
Special Silver Anniversary Issue, 23:3, p. 461. 
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why certain group of migrants chooses one country rather than another (Turks 

migrates to Germany, while Algerians to France).
6
 

Other approach refers to dual labor market theory, which underlines the 

role of institutional factors, race and gender in labor market segmentation. Piore 

indicated that division into primary and secondary labor markets is a result of 

the economic polarization in global cities which means the growing gap be-

tween highly paid workers in finance, management and research, and poorly 

paid core workers in services and production.
7
 

In 1980s the new economics of labor migration approach was popularized. 

This approach is concentrated on decisions made by groups (families, house-

holds, communities) rather than individuals. This may explain why Mexican 

farmers migrate to the USA, even though they have sufficient land. The luck of 

capital to make the land productive may influence the decision that one or more 

members of the family will have to search for capital for investment in the fami-

ly farm.
8
 This theory can be compared to the neoclassical one – both are con-

centrated the factors influencing people to move to another country. Neverthe-

less neoclassical approach should be connected with individuals‟ decisions aim-

ing at wage maximization, while the new economics approach is focused on 

collective decisions reflected wide range of factors.
9
 

Giddens
10

 indicates to groups of factor influencing migration: push factors 

and pull factors. Push factors relates to factors, which originate in the mother 

country, for instance: war, famine, political persecution, which force people to 

live their country. The second group consists of factors, which attract people to 

move to the destination country, like big labor market or better standard of liv-

ing. 

As it was pointed out in the introduction, migration is related with other 

disciplines, like geography, political science. Geography is a base for migration 

systems theory, which assumes migration systems functioning. A migration sys-

tem is constituted by two or more countries which exchange migrants with each 

other. A specific country can be part of several migration systems. Two types of 

                                                             
 6  Compare to: S. Castles, M.J. Miller, op.cit., p. 23. 
 7  More: M.J. Pior, Birds of Passage: Migrant Labour and Industrial Societies, Cambridge 
University Press, Cambridge 1979; S. Sassen, The Global City: New York, London, Tokyo, Prince-
ton University Press, Princeton 1991. 
 8  D.S. Massey, R. Alarcon, J. Durand, H. Gonzales, Return to Aztlan – The Social process 
of International Migration from Western Mexico, University of California Press, Berkeley 1987. 

 9  More: S. Castles, M.J. Miller, op.cit., p. 25. 
 10  A. Giddens, Socjologia, Wydawnictwo Naukowe PWN, Warszawa 2006, p. 282. 
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system can be distinguished: regional migration systems, such as South Pacific 

or West Africa, and distant migration systems, for instance embracing Western 

Europe, Caribbean and North America. The links between sending and receiv-

ing countries have been developed for many decades and even centuries. They 

are usually the result of colonization, political influence, trade, investment or 

cultural ties.11 

 

The intensification of migration flows after the Second World War and in 

the last twenty years of 20
th
 century made the migration a serious political issue. 

Scientists distinguish four models of migration movements. The classical model 

of migration movements is connected with the countries like: Canada, the Unit-

ed States of America and Australia, which can be called the nations of migrants. 

In these countries migrants were usually encouraged to arrivals, and the citizen-

ship was guaranteed to them. The colonial model of migration was used by 

countries like France, Great Britain and the Netherlands, which favored mi-

grants from former colonies. The third model – guestworker model (gastarbei-

ter model) – can describe countries like Germany, Switzerland or Belgium. 

These countries allow migrants to work and live temporary with very limited 

chances for citizenship, even after a long stay.
12

  

Describing the migration movements after the Second World War, one 

should distinguish two main phases. The first phase relates the period between 

1945 and the early 1970s. This is the time of concentration of large-scale capi-

tal, investment and production in highly developed countries. As the result, fast-

expanding industrial areas (Western Europe, North America and Oceania) were 

absorbing large number of migrants from less developed countries.
13

 The Ta-

ble 1 shows the development of minority population arising from migration in 

selected Western European Countries from 1950 to 1975. 

                                                             
 11  More: S. Castles, M.J. Miller, op.cit., p. 27. 

 12  A. Giddens, op.cit. 
 13  More: S. Castles, M.J. Miller, op.cit., p. 96. 
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Table 1 

Minority population 

in the main Western European countries of immigration (1950–1975) (thousands) 

Country 1950 1960 1970 1975 
Per cent of total 

population 

Belgium 354 444 716 835 8,5 

France 2128 2663 3339 4196 7,9 

Germany (FRG) 548 686 2977 4090 6,6 

Netherlands 77 101 236 370 2,6 

Sweden 124 191 411 410 5,0 

Switzerland 279 585 983 1012 16 

UK 1573 2205 3968 4153 7,8 

Source:  S. Castles with H. Booth, T. Wallace: Here for Good: Western Europe’s New Ethnic Mi-

norities, Pluto Press, London 1984, pp. 87–88. 

The end of the first phase is dated on 1973–1974, when oil crisis occurred. 

This resulted in restructuring of the world economy, involving capital invest-

ments in new industrial areas. What is more, the micro-electronic revolution 

caused the reduced need for manual workers in manufacturing. Besides, expan-

sion in services sector resulted in demand both for highly skilled and low-

skilled workers. Some other factors influenced changes in labor market like 

growing informal sector, caualization of employment and increased differentia-

tion of labor forces on the basis of gender, age and ethnicity.
14

 

                                                             
 14  Compare: ibidem, pp. 106–107. 
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Map 1.  Global migration after 1973 

Source:  A. Giddens, op.cit., p. 285. 

The directions of main migration flows in the period of global economic 

restructuring are shown on Map 1. S. Castles, M.J. Miller indicate main trends 

in people‟s mobility in that time15: 

a) decline of government-organized labor migration to Western Europe lowed 

by emergence of a second generation of temporary foreign worker policies in 

the 1990; 

b) family reunion of former foreign workers and colonial workers, and forma-

tion of new ethnic minorities; 

c) transition of many Southern and Central European Countries from countries 

of emigration to countries of transit and immigration; 

d) continuation of migration to the “classical immigration countries” of North 

America and Oceania, but with shifts in the areas of origins and the forms of 

migration; 

e) new migratory movements (both internal and international) connected with 

economic and social change in the new industrial countries; 

f) recruitment of foreign labor, mainly from less developed countries, by oil-

rich countries; 

                                                             
 15  Ibidem, p. 107. 
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g) development of mass movements of refugees and asylum seekers, generally 

moving from South to North, but also (especially after the collapse of the 

Soviet Block) from East to West; 

h) increasing international mobility of highly qualified personnel, in both tem-

porary and permanent flows; 

i) proliferation of illegal migration and legalization policies. 

A decade after 1990s was under the influence of the fall of the Iron Cur-

tain. Suddenly, it seemed, there was likely to be mass migration from the East, 

towards the lotus lands of Western Europe and to other parts of the world. In 

Europe, growing flows from the countries of the South were creating a new 

“migration frontier” along the northern shores of the Mediterranean. Italy, 

Greece, Spain and Portugal, traditionally countries of emigration, became ones 

of net immigration. In North America, the United States/Mexico border was 

proving increasingly porous.
16

 

 

Fig. 1.  50 years of net migration in some OECD countries, 1959–2009 Net migration 

as a percentage of the total resident population 

Source:  OECD at 50 – International Migration Outlook: SOPEMI 2011, OECD, p. 11. 

A feature of migration in the 1990s was recognition of its increasing glo-

balization, as the numbers of countries involved in migration grew, encouraged 

                                                             
 16 OECD at 50 – International Migration Outlook…, p. 10. 
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by the opening of Central and Eastern Europe and by economic growth in Asian 

countries. Although there was stabilization in legal migration inflows and in 

certain OECD countries a decline, more countries were competing more strong-

ly for high level skills. While countries started to compete more strongly for 

highly skilled migrants, it resulted in vacancies existed at less-skilled levels in 

most countries and therefore temporary workers, irregular migration and illegal 

employment of immigrants were thought to be becoming more common.
17

 

 

A grow in migration movements started in 1990s was observed till 2008. 

The global financial crisis and resultant recession in 2008 brought a decreasing 

demand on labor and temporary workers and thus a new slowdown in move-

ment – see Figure 2. The high political interest in migration and integration re-

sulted in “road map” how to manage labor migration, which was issued by 

OECD in 2009 OECD in June 2009. The main problems presented in the road 

map were as follows: 

1. Labor needs existed at all skill levels, it is important that the legal channels 

for the low-skilled are not replaced by hiring irregular immigrants. 

2. Many future labor needs are likely to be long term and could not be filled by 

temporary migrants. Governments therefore need to plan in terms of long-

term migration and effective integration strategies for immigrants and their 

families. 

3. There is a bigger management role for stakeholders, especially employers, in 

identifying and selecting potential immigrants. Incentives for employers and 

others to follow the rules and safeguards to protect immigrant and native 

workers are required. 

4. Managing labor migration is not incompatible with measures to provide ben-

efits for origin countries, including facilitating remittances, encouraging the 

involvement of Diasporas, removing obstacles to return migration, fostering 

increased international student enrolment and funding pre-migration training 

in origin countries. 

                                                             
 17  More: OECD at 50 – International Migration Outlook…, pp. 11–13. 
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5. The premium on developing and implementing successful labor integration 

strategies for migrants and their children remains as high as ever.
18

 

 

Fig. 2.  Percentage change in temporary worker migration in selected OECD countries, 

2007–2008 

Source:  Migration Trends and Outlook 2009/10, The New Zealand Government, Department 

of Labor, Crown 2010, p. 13. 

S. Castles, M. J. Miller
19

, describing challenges of international migration 

in 21
st
 century, underline the importance of more flexible forms of international 

mobility connected with changes in transportation, technology and culture, 

which make people think globally and cross borders frequently for all types of 

reasons: study, tourism, marriage, retirement. They also underline the role of 

emerging economic powers like China, India, Korea, Brazil, South Africa and 

Mexico, which can influence the global map of migration movements.  

Growing connectivity between process of globalization, social transforma-

tion and migration was indicated by S. Castles, M.J. Miller.
20

 Inequality be-

tween North and South, improved communication and transport technologies 

and economic, political and cultural changes have been creating more links be-

tween poor and reach countries. 

                                                             
 18  More: OECD at 50 – International Migration Outlook…, pp. 14–15. 

 19  More: S. Castles, M.J. Miller, op.cit., pp. 302–304. 
 20  Ibidem. 
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Migration has been present in our civilization since the beginning. There 

are many models and patterns of migration presented in the paper, like the clas-

sical model of migration movements is connected with the countries, where mi-

grants were usually encouraged to arrivals, the colonial model of migration that 

was observed among migrants from former colonies, the guestworker model or 

the development of mass movements of refugees and asylum seekers, generally 

moving from South to North, but also (especially after the collapse of the Soviet 

Block) from East to West. The patterns of migration movements have been 

changing according to the economic, political and social conditions of specific 

regions and countries. Migration is a part of economic studies, therefore differ-

ent approaches and economic theories of migration have been developed. Many 

scientists agree that recently globalization, as the economic and social process, 

has had the biggest impact on migration processes. Nevertheless globalization 

will not reduce poverty, inequality or political persecution. Global economic 

system requires movements of labor – one of the main production factors – to 

meet the demand of global labor market. 

Borjas G.J., Economic theory and international migration, International Migration Re-

view, Special Silver Anniversary Issue, 23:3. 

Castles S., Miller M.J., The Age of Migration. International Populations Movements in 

the Modern World, Palgrave Macmillan 2009. 

Giddens A., Socjologia, Wydawnictwo Naukowe PWN, Warszawa 2006.  

Massey D.S., Alarcon R., Durand J., Gonzales H., Return to Aztlan – The Social process 

of International Migration from Western Mexico, University of California Press, 

Berkeley 1987. 

Pior M.J., Birds of Passage: Migrant Labor and Industrial Societies, Cambridge Uni-

versity Press, Cambridge 1979; S. Sassen, The Global City: New York, London, 

Tokyo, Princeton University Press, Princeton 1991. 

Slany K. (ed.): International Migration. A Multidimensional Analysis, AGH University 
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Celem artykułu było zaprezentowanie ogólnych, teoretycznych aspektów migracji 

w ostatnich dekadach. W artykule zawarto przegląd teorii dotyczących migracji, analizę 

ruchów migracyjnych po roku 1945, a także migrację w XXI wieku. Na współczesną 

migrację niewątpliwie wpływa zjawisko globalizacji. Globalny system gospodarczy 

wymaga przepływów siły roboczej – jednego z głównych czynników produkcji – do za-

spokojenia popytu globalnego rynku pracy. 

Tłumaczyła Joanna Markiewicz 

 



 

 



 

 

he objective of the paper is to present the methodological problems of im-

migration research on the example of young immigrants‟ research that was 

conducted for the purpose of Pathways to Work project. Wider conclusions are 

formulated from the analysis of this particular example. Authors are convinced 

that these conclusions can be a good basic (a starting point) in other research 

project concerning immigrants in general and young immigrants in particular. 

According to K.F. Zimmermann, concerning the migration phenomenon “there 

is still a substantial lack of empirical evidence for European countries”.
1
 There-

fore authors believe that the objective of the paper is well justified.  

In the paper authors use the definitions of migration and migrants in Eu-

rostat statistics
2
, thus immigration is understood as an action by which a person 

establishes his or her usual residence in the territory of the country for a period 

that is, or is expected to be, of at least twelve months, having previously been 

usually resident in another country and immigrant is a person undertaking an 

                                                             
 1  F.K. Zimmermann (ed.), European migration. What do we know?, Oxford University Press, 
Oxford 2005. 

 2  Compare: Europe in Figures, Eurostat Yearbook 2009 and online definitions, such as: 
http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/en/migr_flow_esms.htm (20.05.2011). 
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immigration, independent on nationality. Another important issue are legal as-

pects of researching migrants.
3
  

 

Marketing research is defined by the American Marketing Association as 

“the function that links the consumer, customer and public to the marketer 

through information – information used to identify and define marketing oppor-

tunities and problems; generate, refine, and evaluate marketing actions; monitor 

marketing performance; and improve understanding of marketing as a process. 

Marketing research specifies the information required to address these issues; 

designs the method for collecting information; manages and implements the da-

ta-collection process; analyses the results; and communicates the findings and 

their implications”.
4
 

In general, the sources of data in marketing research can be divided into 

primary and secondary ones. Primary data are data freshly gathered for a specif-

ic purpose or for a specific research project. Secondary data are data that were 

collected for another purpose and already exist somewhere.
5
 Primary data can 

be obtained in five main ways: through observation, focus groups, surveys, be-

havioral data and experiments.
6
 The possible ways of contacting the respon-

dents are mail, telephone, personal and online.  

For migrants research all primary data sources seem appropriate; however 

keeping in mind the characteristic of the group the personal contact seems to be 

the best alternative; once personal contact is achieved the online can be imple-

mented. Two other forms of contact methods: mail and telephone
7
 are not as 

good, due to anticipated problems in finding such contact information with mi-

grants.  

                                                             
 3  Compare: REGULATION (EC) No 862/2007 OF THE EUROPEAN PARLIAMENT AND 

OF THE COUNCIL of 11 July 2007 on Community statistics on migration and international pro-
tection and repealing Council Regulation (EEC) No 311/76 on the compilation of statistics on for-
eign workers, Official Journal of the European Union, L 199, 31.7.200, pp. 23–29. 
 4  According to T. Proctor, Essentials of marketing research, Fourth Edition, Prentice Hall, 
2005, p. 3. 
 5  Ph. Kotler, K.L. Keller, Marketing Management, Twelfth Edition, Pearson Prentice Hall 
2006, p. 104. 
 6  Ibidem, p. 105. 

 7  More on research methods: K. Mazurek-Łopacińska (ed.), Badania marketingowe. Teoria 
i praktyka, Wydawnictwo Naukowe PWN, Warszawa 2005, pp. 101–255. 
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As for the ways of collecting data, from available ones we recommend 

surveys for quantitative research and focus groups for qualitative research. One 

other method suitable for use in the migrants‟ research process may be in-depth 

interviews
8
; however this method is more expansive both in terms of time and 

money. 

There are some strengths and limitations in presented methodology.
9
 As 

for the focus group first of all it should be kept in mind what a focus can and 

cannot do. Implementing focus research will provide some qualitative data con-

cerning the research subject and may bring some fresh ideas that the researcher 

had not thought of. Besides it gives qualitative approach supplies rich and in-

sightful data. On the other hand we should always keep in mind that we cannot 

generalize the results because of too small, unrepresentative sample. There is a 

high risk of errors in the findings, caused, among others, by the sample, mod-

erator, and difficulty of analysis and dynamics of a group. Thus treating focus 

groups findings as definitive, conclusive is unacceptable; there should be other, 

quantitative methods implemented as well. 

In relation to Focus Group Interview it is important to keep in mind that: 

- Large group may make people feel anxious about talking openly, however 

Moderator can help participants feel relaxed, so they are more comfortable 

and at ease to speak freely.  

- In spite Moderator being present may affect the way participants answer, as 

they feel nervous or feel they have to answer in a particular way and so, ac-

curacy may be dubious, Moderator is on hand to clarify any problems or dif-

ficulties, especially in relation to cultural differences. 

- May feel tired, due to the duration of the focus group, but Moderator had a 

set agenda (themes) to focus on, so guided the group, control it, to make sure 

they did not deter from the main objective and regulates the duration of ses-

sion. 

- As it is a qualitative approach, it is difficult to record the results. 

- Because of differentiated group of immigrants in terms of language back-

ground, may be problems with linguistic differences. 

                                                             
 8  Compare methodology applied in other researches, for instance: M. Stodolska, J. Yi, Im-
pacts of immigration on ethnic identity and leisure behavior of adolescent immigrants from Ko-
rea, Mexico and Poland, “Journal of Leisure Research”, First Quarter 2003; 35, 1, pp. 57–58. 

 9  Compare also: J.J. Shaughnessy, E.B. Zechmeister, J.S. Zechmeister, Metody badawcze 
w psychologii, Gdańskie Wydawnictwo Psychologiczne, Gdańsk 2002, p. 101. 
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On the other hand a questionnaire survey itself cannot give an objective 

overview of the whole population because it is not an in-deep research. Thus the 

proposed approach contains both FGI and QS. 

 

Training Needs Analysis conducted in the framework of Pathways to 

Work Project aimed at gaining an in-depth understanding of the barriers facing 

young immigrants in partner countries and the practical ways in which they can 

be overcome. It involved both objective information about supply and demand 

of immigrant training and support as well as subjective information involving 

immigrants‟ own views and opinions on their needs. Therefore the general re-

search objectives of are: 

- to gain a deep understanding of current immigrant attitudes and perceived 

barriers and obstacles to gain fulfilling employment at the appropriate level; 

- to gain a thorough understanding of immigrants‟ training needs to enable 

them to gain employment at the appropriate level. 

In order to realize these objectives two methods have been chosen: 

survey questionnaire and focus group interview.  

General research objectives as well as objectives of the project required 

further expansion of research assumptions. Extensive research objectives were 

defined as follows: 

- Establishing the perception of barriers on the labor market for immigrants. 

- Understanding the training needs of immigrants struggling on the labor mar-

ket. 

- Understanding the reasons for not attending such trainings yet. 

- Understanding factors supporting the decisions of attending the training, in-

cluding the perception of blended learning. 

- Understanding the “buying process” of a training: need recognition, informa-

tion seek, evaluation of alternatives, purchase, post-purchase behavior. 

- Finding out some positive examples of successful training supported carrier 

path (best practices). 

For Questionnaire Survey there was established one more objective: 

- Make an attempt to prepare in detail described segments of immigrants with 

different needs and attitudes. The potential criteria for segmentation may be 

e.g. education, perception of the barriers, willingness to pay for trainings etc. 
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Given the characteristic of migration the target group of any research –

immigrants – is relatively difficult to reach and estimate. From the methodolog-

ical point of view the sample frame is not available.
10

 Thus random sampling 

is not possible to apply. What is more, even proper quota sample is not possi-

ble, as the important variables, such as age structure, gender structure etc are at 

least uncertain or even totally unknown. Therefore the only reasonable choice is 

convenience sapling, which means researching those members of population 

who can be contacted easily and those who are willing to volunteer. To facilitate 

the potential respondents seeking the snowball method, which means direct rec-

ommendations from previously researched immigrants, should be implemented. 

However, in order to improve the quality of the research some attempt to diffe-

rentiate the group should be made. It can be called a semi-quota sample me-

thod, which will be understood as conducting the research seeking for different 

types of respondents basing on the variables assumed in the plan of planned re-

search, which should elaborated with the support of proper specialists. There are 

usually some secondary data available to consider the outcome of research reli-

able the structure of the research group should be similar to those sources. 

 

In selecting the target group two most important factors were taken into 

consideration: education level of immigrants and type of occupation performing 

(as shown on the scheme – Figure 1 and Figure 2). Immigrants employed ade-

quately to education level and those employed in professional skills required 

occupations are excluded as ones not addressed by the project. Critical are well 

educated immigrants employed in occupations under their qualifications. Immi-

grants marginalized on the labor market – unemployed were also especially 

considered. A balance of male and female involvement has been complied, re-

spectively to EU-parity policy. The amount of 40–60% of men and 40–60% of 

woman have been consulted, dependent on gender structure within immigrants‟ 

population in particular country (United Kingdom, Ireland, Spain, Italy, Pol-

                                                             
 10 Compare: S. Kaczmarczyk, Badania marketingowe. Metody i techniki, Polskie Wydawnic-
two Ekonomiczne, Warszawa 2003, pp. 57–73. 
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and). Immigrants from within the EU and from outside the EU were also equal-

ly regarded. The Figure 1 presents the approach for sampling for the qualitative 

research – FGI. 

 
Fig. 1.  Sampling criteria – Focus Group Interview 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, Train-

ing Needs of Young Immigrants within European Countries, Szczecin–Belfast–Dublin–

Santander–Avellino 2010, p. 26. 

According to the sampling criteria presented on the figure 1 the FGI group 

should consists of at least: one immigrant with low education level having on 

occupation at all; one immigrant with low education level having semiskilled 

occupation; one immigrant with ongoing education having on occupation at all; 

one immigrant with ongoing education having no skill occupation and at least 

two immigrants with high education level for no occupation, no skilled occupa-

tion and semiskilled occupation.  

The Figure 2 presents the approach for sampling for the quantitative re-

search – survey questionnaire. 
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Fig. 2. Sampling criteria – Survey research 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 27. 

According to the sampling criteria presented on the Figure 2 the survey re-

search sample should consists of at least: one immigrant with low education 

level having on occupation at all; one immigrant with ongoing education having 

on occupation at all; one immigrant with ongoing education having no skill oc-

cupation and at least two immigrants with high education level for no occupa-

tion, no skilled occupation and semiskilled occupation.  

The samples were set to ten in the case of FGI and 20 in the case of survey 

questionnaire.  

In general, a three-stage research plan has been implemented for this prob-

lem analysis: 

- Studies of immigration data: such as EU reports, analysis, other companies‟ 

reports etc. to identify immigrants situation and barriers they face on the la-

bor market prior to definition of further research objectives. 

- Focus Group Interview, to collect qualitative data. For the qualitative data 

obtaining the focus group was chosen as the interview technique; Focus 

Group Interview was employed for better understanding of immigrants‟ con-

straints concerning labor market and employment experiences, and better 
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prepare of survey questionnaire trough getting deeper in the problem; con-

versation topics: 

- Barriers on the labor market, 

- Training needs, 

- Reasons for not undertaking training, 

- How immigrants identify their training needs and decide the kind of train-

ing to undertake, 

- Best practices. 

- Questionnaire Survey, to collect quantitative data. The final form of ques-

tionnaire was determined after the qualitative information from focus groups. 

 

Focus Group Interview was organized as a cross country interview, taking 

place parallel in all countries involved (Italy, Poland, Spain, Ireland, UK): 

- Poland: FGI held in University of Szczecin building, on the January 20
th

 

2010, on a group of 10 immigrants,  

- UK: FGI was conducted in Springboard offices, on the January 25
th
 2010, on 

a group of 13 immigrants, 

- Italy: FGI held in Avellino on the January 28
th
 2010, on a group of 13 immi-

grants,  

- Spain: FGI held on the 28
th
 January 2010, in one of the lecture rooms of the 

Fundación Laboral del Metal, on a group of 10 immigrants,  

- Ireland: FGI was conducted during February 5
th
 2010 on a group of 8 immi-

grants. Two subsidiary interviews were conducted on February 23
rd

 2010 and 

February 24
th
 2010, making the required 10 participants.  

The survey questionnaire was designed as a web-based tool in four differ-

ent languages (English, Polish, Spanish, Italian) on five web platforms (one for 

each country). Gathering data was closed on: 

- Poland: March 3
rd

, 

- Italy: March 4
th
, 

- UK: March 7
th
, 

- Spain: March 9
th
, 

- Ireland: March 15
th
, 
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After filtering the responses (excluding incomplete questionnaires), there 

were 186 questionnaires answered. The number of questionnaires from each 

country is as follows: 

- Poland: 20, 

- UK: 21, 

- Spain: 22, 

- Ireland: 102, 

- Italy: 21. 

The achieved quota of each criterion is in general consistent with assumed 

structure of the population. Therefore the assumptions of quota sampling are 

met (see Table 1).  

Table 1  

Characteristics of researched group 

Category Criteria Percentage rate 

Gender 
Female 48 

Male 52 

Completed edu-
cation level 

Elementary or less 2 

Basic vocational education 16 

High school 37 

Bachelor degree 18 

Master degree or higher 26 

Age 

>18 years old 17 

18–23 years old 13 

24–30 years old 49 

31–40 years old 18 

<41 3 

Country of ori-
gin 

the 15 old EU Countries 11 

the 12 new EU Countries 54 

non EU European country 6 

non European country 29 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 28. 

As presented in table 1, the research group is rather diversified. The basic 

analysis can be perceived as statistically valid. 
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The characteristic of migrants makes them an especially difficult group to 

research. It is harder to find a sample in this group that average. The proposed 

method for sampling is a semi-quota sample method, which is understood as as-

suming some structure of the group, preferably with a proper specialist and try-

ing to achieve this structure in the research sample. As for the primary data 

sources methods, the most preferred are focus groups interviews followed by 

survey questionnaires. Implementing focus research will provide some qualita-

tive data concerning the research subject and may bring some fresh ideas that 

the researcher had not thought of. Besides it gives qualitative approach supplies 

rich and insightful data. On the other hand we should always keep in mind that 

we cannot generalize the results because of too small, unrepresentative sample. 

There is a high risk of errors in the findings, caused, among others, by the sam-

ple, moderator, and difficulty of analysis and dynamics of a group. On the other 

hand a questionnaire survey itself cannot give an objective overview of the 

whole population because it is not an in-deep research. Thus the proposed ap-

proach contains both FGI and QS The advice contact method is personal con-

tact; one it is established the online method is possible. 

Eurostat Yearbook 2009, http://epp.eurostat.ec.europa.eu/cache/ITY_SDDS/en/migr_ 
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national protection and repealing Council Regulation (EEC) No 311/76 on the 

compilation of statistics on foreign workers, Official Journal of the European Un-

ion, L 199, 31.7.2007. 

T. Proctor, Essentials of marketing research, Fourth Edition, Prentice Hall, 2005. 

Shaughnessy J.J., Zechmeister E.B., Zechmeister J.S., Metody badawcze w psychologii, 

Gdańskie Wydawnictwo Psychologiczne, Gdańsk 2002. 

Stodolska M., Yi J., Impacts of immigration on ethnic identity and leisure behavior of 

adolescent immigrants from Korea, Mexico and Poland, “Journal of Leisure Re-

search”, First Quarter 2003; 35, 1, pp. 57–58. 

Zimmermann F.K. (ed.), European migration. What do we know?, Oxford University 

Press, Oxford 2005. 

Celem artykułu było przedstawienie metodologicznych problemów badania mi-

gracji na przykładzie badania młodych imigrantów, przeprowadzonego na potrzeby pro-

jektu Pathways to Work. Charakter migracji, często nielegalny, sprawia, że jest to 

szczególnie trudna grupa do badań. Znalezienie próby badawczej jest trudniejsze niż 

w przeciętnych przypadkach. Autorzy proponują metodę doboru próby określoną jako 

„semi quota sampling”, polegającą na możliwie bliskim odtworzeniu struktury badanej 

populacji. Preferowane przez autorów metody badawcze to ankiety i grupy fokusowe. 

Najbardziej pożądany byłby kontakt bezpośredni, jednak przy dobrej kontroli próby 

możliwa jest również ankieta on-line. 

Tłumaczył Leszek Gracz 



 

 

 



 

 

he paper reflects on and reviews a published journal article, entitled „Ap-

preciating Impact: Evaluating Small Voluntary Organizations in the UK‟. 

It initially discusses the research problem and reviews the literature used by the 

researchers. Following an examination of the methods and procedures em-

ployed, the paper explores the ethical considerations and findings of the journal 

article.  

 

The journal article is based on a premise that within the provision of wel-

fare services in the United Kingdom different perspectives have emerged re-

garding the ways in which impact can be evaluated. The tension is centered on 

whether evaluation approaches, should reflect the „perspectives and goals of the 

voluntary organizations and their members‟; or whether they should reflect „the 

wider goals of the whole system of provision‟
1
. The article aimed to explore this 

                                                             
 1  J. Reed, D. Jones & J. Irvine, Appreciating Impact: Evaluating Small Voluntary Organisa-

tions in the United Kingdom, Voluntas: International Journal of Voluntary and Nonprofit Organi-
sations 2005, 16 (2), pp. 123–141. 
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tension through research using Appreciative Inquiry (AI), from which findings 

are mapped onto the impact grid developed by Wilding and Lacey in 2003. 

While the above reflects the articulated intention of the article and re-

search, it may be suggested that this has remained partially unfulfilled. Central 

to the article are threads of weakness that present an incoherent pattern of anal-

ysis. Firstly it lacks clarity regarding its‟ stated purpose. While the title points to 

a study on evaluating voluntary organizations using Appreciative Inquiry, the 

abstract suggests the purpose is an exploration into the tension between two 

evaluation approaches, immediately creating confusion around the „intellectual 

puzzle‟ to be solved.
2
 Secondly, given the expectation created by the abstract, 

the article fails to clearly describe its‟ objectives; provide sufficient contextual 

information on the debate; illustrate the opposing arguments of each perspective 

and then ultimately introduce a meaningful hypotheses to move learning for-

ward, in this regard. In particular it would have been useful if researchers had 

provided an explanation or understanding of the „wider goals of the whole sys-

tem provision‟. 

The article‟s introduction therefore largely focuses on the difficulties faced 

by voluntary organizations within the welfare services sector in measuring im-

pact. In this respect, the article commences the research process by discussing a 

significant emerging problem
3
 of the difficulties faced by the voluntary sector 

around evaluation. Within a slightly haphazard approach, the article reflects 

these difficulties, however does not provide sufficient opposing views for con-

sideration. 

However, it is suggested the dominant weakness of the article is that the 

primary purpose of the research, which is not raised until the end of the intro-

duction, is the brief commissioned by Help the Aged (HTA). Their commission 

centered on identifying the ways funding has been delivered and to develop a 

framework for future funding decisions for voluntary organizations within wel-

fare services. In this way, researchers have attempted, somewhat awkwardly, to 

fit this research and subsequent findings, into a wider context of learning rather 

than exploring the original premise of the article to build on and contribute to a 

complexity of prior learning. This is highlighted by the articles‟ inability fully 

                                                             
 2 J. Mason, Qualitative Researching, London: SAGE Publications Limited 2002. 

 3 P. Lawrence, The Challenge of Problem-Oriented Research, “Journal of Management In-
quiry” 1991, 1 (2), pp. 139–142. 
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explain the reasoning behind the combination of the completed AI data with the 

NCVO impact grid. 

 

The literature review reflects the confusion regarding the research prob-

lem. As a consequence, particularly while making a case for the research, theo-

retical views are raised and discarded quickly as the researchers move from one 

to another without creating a synthesis of information. For example, when sug-

gesting the potential conflict for the voluntary sector between its‟ commercial 

and public good drivers, and subsequently, introducing Taylor and Warburton‟s 

view that this creates tension for the sector around accountability and legitima-

cy; without explanation or development, the researchers move quickly to intro-

duce whether evaluation should be additional or integral to an organization‟s ac-

tivities as argued by Sanders (2003). Then again without discussion or building 

of learning, they jump to pointing to the difficulties of mainstream evaluation. 

This approach is exemplified again when pointing to the distinctiveness 

and constraints of the voluntary sector, as cited by Knapp (1990) and demon-

strated by the work of Billis and Glennerster (1998), when researchers are un-

successful in developing Leat‟s (1995) suggestion that there are fewer differ-

ences between profits and non profits than supposed. Investigating this line of 

enquiry, could have potentially provided an opposing insight into the similari-

ties amongst sectors.  

At points the article does provide some cumulative thinking, following 

through on viewpoints from Knapp (1990) and Billis and Glennerster (1998), 

the researchers are able to move the reader from the distinctiveness of the sector 

into the difficulties of capturing its‟ impact, as raised by Collis et al (2003). 

This is highlighted again, when the article draws together learning from the 

NCVO report (2003) that argues the appropriateness for a qualitative approach 

when demonstrating impact within the voluntary sector; and subsequently the 

conflicting concerns between the sector and external stakeholders on the appro-

priate focus of audit procedures, as raised by Paton and Foot (2000). 

However, overall, it seems the researchers do not pay sufficient attention 

to theory and do not present a cumulative range of critical views or analyses for 
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the stated research question.
4
 As a result the article does not set the stage nor 

present a convincing line of argument for their research problem. Instead an im-

pression is given that sources are cited without meaningful explanation or an 

ability to build complexity of learning. It is only the conclusion of the article 

that the researchers effectively engage the reader in understanding and point to 

the limitations of this approach that are evident throughout the article.  

 

 

The approach used to meet the purposes of the commissioned HTA brief 

and capture the required data, was that of Appreciative Inquiry (AI). While the 

„what‟ of AI is reflected within the article is easy to follow, the „why‟ of AI as 

the chosen method of data collection in relation to the research problem is insuf-

ficiently described or justified. It is suggested that as AI focuses on the positive 

aspects rather than problems, resulting data may develop practice within the 

schemes, however this process seems more suited as an aid to improving service 

for the future, rather than evaluating current actions. In addition the potential 

drawback of using AI is the lack of triangulation, which uses „a combination of 

methodologies in the study of the same phenomenon‟
5
, therefore allowing the 

issue to be looked at from a number of angles. 

Despite this, taken as the first stage in identifying both long term and un-

expected impacts, the AI approach enables the researchers to collate all the po-

tential impacts of the schemes for analysis against the NCVO impact frame-

work. Similarly through use of this approach and subsequent data, the reader 

can note the difficulties of consistent evaluation frameworks not only across 

sectors, but also within an individual sector. 

                                                             
 4  V.L. Bengtson & S.M. MacDermid, How to Review a Journal Article: Suggestions for First 
Time Reviewers and Reminders for Seasoned Experts. Available: http://www.ncfr.org/ 
jmf/review_journal_howto.htm (3.10.2005). 

 5  N.K. Denzin, The Research Act: A Theoretical Introduction to Sociological Methods, Chi-
cago–Aldine 1970, p. 297. 
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The primary criteria applied for selection is a nomination process by the 

HTA. While it seems logical for good practice schemes to be nominated, in or-

der to build on practice and develop provision, it does raise a question around 

the validity of applying this data to the NCVO framework in order to assess im-

pact. If built into the sample are only those organizations that meet the defini-

tion of good practice according to the HTA, would organizations selected diffe-

rently have resulted in variances in analysis? It is also therefore unclear whether 

the sample are a „representative sub-set of the research population‟ so that „any 

findings can be extrapolated to the target population‟ with confidence.
6
 It would 

have been interesting for the researchers to have raised these issues in relation 

to potential variances within the final analysis.  

 

The article describes the instruments for data collection, where researchers 

utilized desk research, interviews / group discussions around the process of AI. 

The article highlights that „particular attention was given to the recording of ap-

posite statements‟
7
, which raises questions of why only those statements and 

quotes that were well suited for the purpose used. Does this suggest that some 

findings were deliberately omitted? What criteria was applied and by whom, to 

select the particular statements and quotes used for data analysis? While there 

may be an explanation for this action, it is not covered by the researchers and 

therefore raises questions around the validity of the data collection, and there-

fore subsequent findings. Another factor is the choice of data collection. Given 

the proximity of researchers to data collection and the use of peer interviews, it 

may have been useful for the researchers to have more fully described the 

processes they employed to avoid influencing the data or minimizing an intro-

duction of bias.
8
 

The data sets are analyzed against the AI framework that incorporated the 

particular requirements established by the HTA brief. Without information or 

                                                             
 6  J. Gill & P. Johnson, Research Methods for Managers, London: SAGE Publications Li-
mited 2002, pp. 101–102. 
 7  J. Reed, D. Jones & J. Irvine, op.cit., p. 131. 

 8  B.L. Rodgers, Guidelines for Critique of Research Reports, 1997, Available: 
http://www.uwm.edu/~brodg/Handout/critique.htm (3.10.2005). 
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feedback on the analysis the reader is left wondering as to the results of this 

stage of research. In particular the synthesis, would have revealed to the reader 

the common features and range of differences across schemes which may have 

enhanced their understanding of the benefits or otherwise of using AI. In not 

adequately describing the analytical framework or subsequent synthesis, the re-

search framework cannot be followed or replicated by others, and as such the 

data collection and analysis fails to build on understanding. 

Through secondary analysis, the article moves towards the next stage of 

analysis. It points to examples that relate to two areas of „added value‟ that can 

be linked to the findings of the NCVO report (2003). The researchers provide 

three examples of schemes; they suggest fit into categories of unexpected im-

pacts and long term impacts and also raise the limitations of the narratives re-

ceived, due to differing accounts of events. It is indicated that unexpected out-

puts could be omitted from pre planned evaluation, which does raise issues. 

However equally, comment could be made on how schemes could ensure ongo-

ing monitoring measures are in place to fully reflect their provision outputs. It is 

also suggested findings could have been enhanced by further sufficient exam-

ples of data, for example quotations from interviews, to support the results. 

 

The article then moves to mapping the data from the AI analysis onto the 

NCVO grid. The findings of the mapping exercise raises issues around validity. 

For example could findings have been affected by: 

- pre nomination of scheme providers by HTA?  

- the brief established by HTA and any bias that may have resulted from this 

brief – either through selection of participants, motivation for involvement, 

the drive to ensure „added value‟? 

- recording of only apposite statements / quotes? 

- limitations of data collection. 

It is suggested the mapping exercise in advancing understanding of the re-

search question is questionable. Despite raising cautions around the use of the 

impact grid in the evaluation of small voluntary schemes, the analysis as a 

whole, is inadequately explained, nor justified and does not enable the reader to 

understand the procedures or processes used for either this choice of framework 

for the research question; nor provide sufficient information on how analysis 
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was carried. As a result, as in the AI analysis, it would provide difficulties for 

the research to be repeated.  

 

As highlighted previously the research was commissioned by the HTA in 

order to make future funding decisions. Given the context of the HTA brief, the 

following ethical dilemmas should be considered, firstly scheme providers may 

not have been in a position, to refuse to be involved despite the researchers‟ in-

dication involvement was voluntary. Secondly, once involved researchers, do 

not raise the issue of confidentiality or participant protection, given the potential 

risk of funding reduction or withdrawal for scheme providers, if findings were 

not conducive to HTA. As a result, despite being aware of the HTA brief, some 

participants may have felt pressured to participate or motivated to provide cer-

tain positive responses. As such it would have been beneficial for researchers to 

have more fully demonstrated they had worked through and critically discussed 

these dilemmas.
9
  

The issue of the researchers distance or intimacy to the research is also 

raised, yet not discussed by the researchers, were they solely driven by the HTA 

brief and, if so, how does the data analysis of AI, affect the secondary analysis? 

Additionally the researchers own notion of self is important, where such projec-

tion entails selection, as researchers choose what they sense by giving their at-

tention to particular stimuli while de-emphasizing, filtering out or ignoring oth-

ers
10

 (Gill & Johnson (2002:179)). 

Equally though, the process of AI as described by the researchers could be 

seen as non threatening, given their focus on positive aspects of the scheme ra-

ther than the problems, which as concluded by the researchers, meant fears 

around funding issues could have been assuaged. 

The findings, in line with the approach of the overall article, do not support 

a line of argument that is coherently presented throughout the article. The table 

                                                             
 9  D. Partington, Essential Skills for Management Research, London: SAGE Publications Li-
mited 2002. 

 10  J. Gill & P. Johnson, Research Methods for Managers, London: SAGE Publications Li-
mited 2002, p. 179. 
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used by the researchers to illustrate findings for example, is not easy to read and 

provides limited clarity and understanding. It is suggested that if it had not been 

included in the article, it would not have made a significant difference, though 

perhaps with additional information, it may have been of benefit. 

The narrative account of the findings, provides insights into the impacts 

made by schemes across individuals, other organizations and sector/community 

level. Each impact area is highlighted by examples from schemes through de-

scriptions and quotes. However given the limited number of examples and 

quotes, inadequacy of the table and failure to integrate findings into the pre-

vious research literature, it is unclear how effective these findings are. While the 

researchers have not logically extended understanding of the specific research 

problem, there is learning developed around potentially hidden outputs within 

the voluntary sector, which may not be considered within a pre planned evalua-

tion. However the findings do not adequately examine or review the wider goals 

of the whole system of provision, and subsequently the tensions involved in 

evaluation approaches. In addition, in presenting the findings, the researchers 

could have benefited from drawing from a scholarly debate on issues to enhance 

understanding. 

Despite this, the researchers‟ conclusions are useful and perhaps form the 

most coherent section of the article. They provide a rationale for the use of AI in 

facilitating community/user involvement, reflecting the distinctiveness of the 

sector and demonstrating impacts, both long term and unexpected. They illu-

strate the potential benefits of using AI in capturing outputs that may have been 

previously unrecognized and a framework to develop practice. The researchers 

also take account of the limitations of the study, particularly in application of 

the impact grid to illustrate impact across community and sector levels and sug-

gest how research could be carried out differently next time. 

In conclusion however the central issue is whether the content and me-

thods used were appropriate to the original research question i.e. to explore the 

tension between evaluation approaches. It is suggested that the research pro-

vided some understanding around this topic, however it is suggested the limita-

tions, both evident throughout the article and discussed by the researchers in the 

conclusion, do impact on the quality of the research. While the AI process en-

hanced learning, the article did not reflect the other aspect of the „intellectual 

puzzle‟ i.e. the wider goals of the whole system of provision, in sufficient detail 

to allow the reader to draw useful conclusions around this debate. In this way 
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the article does not seem to advance thinking around the research problem in a 

significant way. 
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Tekst zawiera analizę krytyczną artykułu „Appreciating Impact: Evaluating Small 

Voluntary Organizations in the UK” (Doceniając wpływ: analiza małych organizacji 

społecznych w Wielkiej Brytanii), opublikowanego w „International Journal of Volun-

tary and Nonprofit Organisations”, nr 2, 2005. Podstawowym czynnikiem analizowa-

nym w krytykowanym artykule jest wpływ (impact) organizacji społecznych na otocze-

nie i jego pomiar. Przedstawiony punkt widzenia skupia się na kwestii, czy ocena po-

winna dotyczyć perspektyw i celów organizacji społecznych i ich członków, czy też 

powinny one odzwierciedlać szersze cele całego systemu świadczenia. 

Tłumaczył Leszek Gracz 

 



 

 

he article describes the role of the business support institutions on the ex-

ample of Voivodship Vocational Education Centre (VVEC) in Szczecin. 

The oldest and one of the biggest educational institutions in West Pomeranian 

region. The major advantage of the VVEC in comparison with competitors is 

the complexity of services such as training, consulting, counseling, and the ac-

tivity of recruitment and human-resources agency. The flexibility and open ap-

proach to the challenges of new times enabled the VVEC to defend and conso-

lidate its strong position in the local educational market since 1946. At present 

VVEC operates through the network of seven vocational education centres lo-

cated in Szczecin, Stargard Szczeciński, Goleniów, Świnoujście, Kamień Po-

morski, Trzebiatów, Łobez and three Public Vocational Schools with produc-

tion workshops located in Szczecin, Świnoujście and Trzebiatów in the area of 

the West Pomeranian. Since the beginning of changes in Poland the VVEC par-

ticipates actively in different projects including three programming periods: pre-

accession programmes, projects involving the programming period 2006–2008 

and projects for the programming period 2007–2013. 

The article consists of the following parts: 

a) Business support institutions;  
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b) The VVEC main areas of activity; 

c) Projects and tasks performed by VVEC with the support of the European 

Funds: 

- Pre-accession programmes 2001–2004, 

- Programming period 2006–2008, 

- Programming period 2007–2013. 

 

The role of business support institutions is very important in the context of 

improving the competitiveness of enterprises, especially in the case of innova-

tion.1 According to the Regulation of the Minister of Regional Development of 

20 May 2009 (Act No 85, item 719 of 2009) as a business support institution is 

considered “micro, small or medium-sized enterprise and an entrepreneur other 

than a micro, small or medium-sized enterprise regardless of legal form, which 

does not work for gain or allocates the profits to the statutory objectives and 

conducts its activities in creating favorable conditions for business develop-

ment”. The Act also specifies the activities of business support institutions, 

namely:  

- consulting and training, including the training and consulting centres; 

- assistance in the transfer and commercialization of new technologies within 

the technology transfer centers, 

- assistance in the creation of new businesses in an environment of scientific 

institutions and universities in the Pre-incubators and academic business in-

cubators, 

- assistance for startups in the business incubators, technology incubators and 

technology centers, 

- the creation of business clusters in the technology parks, business zones, in-

dustrial parks. 

One of the leading business support institutions in the West Pomeranian 

region is Wojewódzki Zakład Doskonalenia Zawodowego (Voivodship Voca-

tional Education Centre) in Szczecin. This non-governmental and non-profit or-

                                                             
 1  Innovation is the introduction of new or improved product or service, as well as used in the 
production of new or improved process, wherein the product or service must be new, at least in 

terms of introducing them to the company. There are innovations in products, processes, organiza-
tional or marketing. 
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ganization, established as an association, is the oldest vocational education cen-

tre in region with over 65 years of experience, since it started its activity in 

1946. The institution is a member of Association of the Vocational Education 

Centre (AVEC) in Warsaw. AVEC is the only in Poland educational and scien-

tific-technical association which the main aim is participation in realization of 

programme of national education in education, improvement of professional 

skills as well as development of science, technology and innovativeness. It as-

sociates twentz four Vocational Education Centres which recently were active 

in three educational fields: outside school adult education, young people educa-

tion and school adult education, and apprenticeship for students and juniors 

workers. All the institutions are very active participants of the European Social 

Fund (ESF) for the period of 2007–2013 especially of the Human Capital Oper-

ational Programme (HCOP).  

 

What are the advantages of VVEC in comparison with other similar organ-

izations? First of all the complexity of services such as training, consulting, 

counseling, and the activity of recruitment and human-resources agency. The 

flexibility and open approach to the challenges of new times enabled the VVEC 

to defend and consolidate its strong position in the local educational market. It 

would be impossible to achieve if it failed to observe the social and economic 

changes in the West Pomeranian labour market in recent years. 

The most important were: 

- changing the rules of the system of vocational training; 

- the evolution of the level of unemployment in West Pomeranian labour mar-

ket (from 62000 unemployed registered in 2006 to 98 000 unemployed regis-

tered in September 2010); 

- collapse and liquidation of many businesses in region; 

- use of the European Union funds to finance the programmes, such as: 

- Sectoral Operational Programme for Human Resources Development 

2004–2006, 

- Human Capital Operational Programme 2007–2013, 

- Integrated Regional Operational Programme, 

- INTERREG – a programme for transnational cooperation. 
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These factors influenced the directions of the activities of the VVEC in re-

cent years and set out the main educational objectives of the organization. In ac-

cordance with its development strategy, VVEC undertook the following actions 

in recent years: 

- raise the education level of the local society, 

- increasing the adult participation in Lifelong Learning Programme (LLP), 

- improvement of the quality of services, 

- adjustment of the educational offer to the labour market needs, 

- development of information society. 

At present VVEC operates through the network of 7 vocational education 

centres located in the area of the West Pomeranian in: Szczecin, Stargard 

Szczeciński, Goleniów, Świnoujście, Kamień Pomorski, Trzebiatów, Łobez and 

3 Public Vocational Schools located in Szczecin, Świnoujście and Trzebiatów.  

The Voivodship Vocational Education Centre addresses its offer to com-

panies, institutions and individual recipients, including unemployed and em-

ployed persons, improving their knowledge and professional skills, changing a 

profession, both the adult and the youth. At the training courses VVEC teaches 

every year around 6,000 persons at over 100 faculties and specialties. The 

VVEC has at its disposal the bank of 400 programmes, own Programme Com-

mission, and over 200 highly qualified lecturers and instructors. There is a wide 

range of courses for training at administration, finance, IT, economy, power in-

dustry, gastronomy, commerce, pedagogy and teaching methodology, construc-

tion industry, welding, transport, tourism, services and crafts, etc.  

VVEC provides various levels of education. At present, it organises 

courses at almost 40 professions through various forms of education, including 

a gymnasium for the adult – general education preparing to a specific profes-

sion, secondary vocational schools – hairdresser, salesman, chef at small restau-

rants, secondary comprehensive and technical schools – general education, 

“uniform” classes with expanded foreign language and defensive preparation 

programme, junior electrician, feeding and household technician. The VVEC 

prepares and publishes, for its students, its own papers in the form of hand-

books, scripts and other training materials. It also runs its training workshop, 

which provides wood, metal, electromechanical and machinery services and 

products under the practical education programme. Since the year 2000, VVEC 

has implemented ISO 9001 quality system. 
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During the past 10 years, VVEC managed different projects including 

three programming periods: pre-accession programmes, projects involving the 

programming period 2004–2006 and projects for the programming period 

2007–2013. The pre-accession programme was a project: Phare 2003 Economic 

and Social Cohesion, “Support for young people seeking work – Alternative II.” 

The project was implemented by VVEC in the years 2005–2006, together with 

the IMC Poland Ltd. and VEC in Katowice. The project was addressed to un-

employed youth (under 25 years of age). The project was the continuation 

(second edition) of the previous project “Support for young people seeking em-

ployment – Alternative” implemented under the Phare 2001 Economic and So-

cial Cohesion. During the project organized 48 courses in the province of West 

Pomeranian, Pomeranian and Lubuskie. The trainings have been attended by 

802 young people. They participated in the following courses: warehouse-

man/wholesaler with the usage of PC, ECDL, basics of the payroll issues with 

Microsoft Office, software applications in business, handling a cash register 

with invoicing, computer skills – MS Office and others. 

 

Programming period of 2004–2006 was associated with the implementa-

tion of projects funded under the Integrated Regional Operational Program 

(ZPORR) and the Sectoral Operational Programme Human Resources Devel-

opment (SOP HRD). In the period of 1.07.2006–31.12.2007 there was a project 

“Welding powers – vocation in hands” under Measure 2.1 ZPORR. 64 workers 

participated in the training. All beneficiaries have successfully completed train-

ing and obtained the relevant powers. As a result, in 2007 VVEC established the 

National Centre of Welders Training. From 31.12.2006 to 31.06.2007 there was 

a project “Think globally, act locally – renewable energy sources” – a modular 

course of environmental education (40 hours) under Measure 2.3 ZPORR. The 

training has been attended by hundred rural residents from the province of West 

Pomeranian. 105 women at risk of social exclusion (especially long-term unem-
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ployed and receiving the social assistance benefits) participated in the project 

named “New skills to a new profession – training cookbooks” under Measure 

1.5 SOP HRD. The project was implemented during the period of 29.12.2006–

03.31.2008. Participants have obtained the advisory services, training cook-

books, and job placement services. All participants joined the journeyman‟s ex-

am before the Examining Board and gained the title of journeyman cook. 

 

The project “Improvement of language skills among young people in the 

border region through the implementation of German language courses for un-

employed people, SMEs sector employees and the public administration” under 

the INTERREG III has been realized with foreign partner. Sixty people attended 

German language courses at various levels in the period of 2.01.2007–

30.09.2007. The beneficiaries were also guaranteed the trip to the headquarter 

of the partner in Germany. As a result of the project has been created the specia-

lized language lab fully equipped with modern facilities to conduct the language 

courses. In this way, VVEC Language Center has been established. 

In 2006 VVEC started to implement a nationwide program “VEC-Info – 

Counseling for people with disabilities”. The project funded by the National 

Fund for Rehabilitation of People with Disabilities included a nationwide net-

work of information services and counseling for people with disabilities. It con-

sisted of 100 points of career counseling throughout the country, which in-

cluded the best centers of VEC. 

In the province of the West Pomeranian has been running six counseling 

centers located in Szczecin, Świnoujście, Białogard, Łobez, Kamień Pomorski, 

and Stargard Szczeciński. The main purpose of the centers was to enable people 

with disabilities acquire the skills for active planning of professional develop-

ment, gaining knowledge and skills necessary to enter the labour market, find-

ing a job or starting their own business. In 2006, all centers provided counseling 

(including individual and group) for 1320 persons. The project was realised 

from 1.07.2006 to 31.12.2007. 

Use of Funds of Human Capital Operational Programme (programming 

period 2007–2013) VVEC implemented projects for different audiences. As a 

part of Measure 6.1 were implemented two projects for the unemployed (both 

registered and not registered in the District Employment Office (DEO). The 
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projects under “Welding according to the European standards – a recipe for a 

new life” and “Vocational trainings – ticket to a better future” were imple-

mented the following trainings: welding MAG method (135), welding TIG me-

thod (141), cook, forklift operator, an employee on payroll and human re-

sources, computer assisted accounting, electrical fitter, attended by a total num-

ber of 160 people. These projects were implemented from June 2008 to Decem-

ber 2009. Beneficiaries in addition to training were also covered by the counsel-

ing and job placement. Since August 2009 a project for the unemployed in the 

age group above 45 years has been implemented. The project beneficiaries have 

been participating in free training of: welding TIG, MAG method (136), weld-

ing MAG method (135), welding on the ceramic pad, cook, forklift operator, an 

employee on payroll and human resources, accounting, electrical fitter, fitter 

and central heating plumbing, tiler, etc. Courses are organized in Szczecin and 

Stargard Szczeciński. Participants of the trainings are also covered by counsel-

ing and job placement. Project continued until 31.12.2011 and provided courses 

for a total of 210 people. 

Another group of recipients were employed. Under Measure 8.1 VVEC 

has been carried out three projects: “The success through knowledge – trainings 

for employed”, “Academy of Good Craftsmanship” and “From competencies to 

competition – trainings for employed”. In the period of August 2008 – Decem-

ber 2009 totally 320 people have been trained on the following courses: 2D and 

3D AutoCAD, welding MAG (135), welding MAG (136), electric welding me-

thod 111, english level (at the A0 and A1), forklift operator, carriage of danger-

ous goods (ADR), using an utility for Microsoft Office (basic and advanced), 

chef, carpenter, tiler, electrical fitter, plasterer, installation of central heating fit-

ter and water and sewage, concreter, mason. Projects have been carried out in 

partnership with North-West Pomeranian Chamber of Commerce and The West 

Pomeranian Chamber of Civil Engineers. These projects affected the expansion 

of the training offer of VVEC (training equipment, AutoCad software), and 

enabled the modernization of training base (modern computer lab equipped with 

15 high-class computers). In January 2010, VVEC launched the project “Energy 

passport – European necessity” under the Submeasure 8.1.1. This project was a 

response to labour market demand, which lacks of an adequate number of 

trained energy auditors. The beneficiaries have been participating in training for 

the energy certification of buildings (some of them had an opportunity to benefit 

from an additional AutoCad module). Trainings are conducted in Szczecin, 
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Trzebiatów, Świnoujście and Goleniów. The project participants are primarily 

entrepreneurs and employees of real estate agencies, construction companies, 

electricity, consulting firms. Trainings are addressed to 90 people. The project 

will be implemented by the end of June 2011. In the period of 01.08.2010–

31.12.2011 VVEC implements the project “Digital competence – the key to 

success”. The leader of the project is The West Pomeranian Chamber of Civil 

Engineers. The project includes 10 AutoCad trainings. There will be totally 150 

beneficiaries trained. Besides the projects for the unemployed and employed, an 

innovative activity of VVEC is implementation of projects involving Public 

Vocational School (PVS) of VVEC under Measure 9.2. 

The project “SEEKING – FINDING – improvement of skills of job seek-

ing”, 60 pupils had the opportunity to participate in extra activities with a voca-

tional guidance and trainings of German language skills. The project was im-

plemented during the period of 01.09.2008–30.06.2009. The result of the 

project “Development of school through high technology” was a professional 

multimedia room equipped with the highest technology to enhance teaching 

quality. 15 pupils of the PVS participated in the extracurricular activities. All 

teachers in of the PVS had the opportunity to teach using the latest technology. 

The project was implemented during the period 01.08.2008–31.07.2009. 

In 2010, PVS launched the project “Equal Start – a chance for a better fu-

ture”. The project is a partnership with the Chamber of Crafts of Small and Me-

dium Enterprises in Szczecin. Within the project, pupils studying in the follow-

ing professions: cook, salesman, electromechanician will be covered by extra-

curricular activities preparing them for exams before the District Examination 

Board. The project will run until the end of August 2011. 

In 2010 VVEC has granted an innovative project under Measure 3.5 “Era 

of Enter – e-learning for youth”. The project will run until June 2013.  

The activities planned in the project include the creation and launch of the 

system in the Public Vocational Schools in Szczecin, Świnoujście and Trze-

biatów that would allow conducting classes via the Internet using an e-learning 

platform. 

In the years 1946–2010 VVEC trained a total number of about seven hun-

dred and forty thousand of courses students and about fifteen thousand of pu-
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pils. During this period VVEC developed its activity from manufacturing in 

school workshops by young workers to the wide area of different services such 

as training, consulting, counseling and recruitment. VVEC also actively partici-

pates in programmes financed by the European Social Fund.  

The plans for future for VVEC is to follow the way which has been al-

ready designated and actively influence the development of the province of 

West Pomeranian.  
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W artykule opisano rolę instytucji otoczenia biznesu na przykładzie Wojewódz-

kiego Zakładu Doskonalenia Zawodowego w Szczecinie. Ta pozarządowa organizacja 

non-profit, założona jako stowarzyszenie, jest najstarszym i jednym z największych 

centrów edukacji zawodowej w województwie zachodniopomorskim, z ponad sześć-

dziesięciopięcioletnim doświadczeniem, gdyż rozpoczęła swoją działalność w 1946 ro-

ku. Istotną zaletą Wojewódzkiego Zakładu Doskonalenia Zawodowego w Szczecinie 

w porównaniu z konkurentami jest kompleksowość świadczonych usług, takich jak 

szkolenia, doradztwo zawodowe, pośrednictwo pracy. W artykule opisano również ak-

tywny udział WZDZ w organizacji szkoleń z Europejskiego Funduszu Społecznego 

w trzech okresach programowania: przedakcesyjnego programu PHARE, projektów do-

tyczących okresu programowania 2004–2006 oraz okresu programowania 2007–2013 

PO KL. 

Aktualnie WZDZ prowadzi swoją działalność poprzez sieć siedmiu ośrodków 

kształcenia zawodowego (w Szczecinie, Stargardzie Szczecińskim, Goleniowie, Świno-

ujściu, Kamieniu Pomorskim, Trzebiatowie, Łobzie) oraz trzech Publicznych Szkół 

Zawodowych (w Szczecinie, Świnoujściu i Trzebiatowie). 

Tłumaczył Krzysztof Osiński 

 



 

 

abor market is a subject of many scientific considerations. Unemployment 

rate states as one of the most important indicator of economy condition. 

The objective of the paper is to present the methodological problems of immi-

gration research on the example of young immigrants‟ research that was con-

ducted for the purpose of Pathways to Work project. Wider conclusions are 

formulated from the analysis of this particular example. Authors are convinced 

that these conclusions can be a good basic (a starting point) in other research 

project concerning immigrants in general and young immigrants in particular. In 

the paper authors use the definitions of migration and migrants presented in 

other chapters of this scientific journal, therefore these are not presented here. 

 

Despite wide integration of national markets and opening of economic sys-

tems, immigrants face serious barriers on the labor market. They have to re-train 

or engage in employment at lower level than in the home country.
1
 These find-

                                                             
 1  L.T. Hakak, I. Holzinger, J. Zikic, Barriers and Paths to Success: Latin American MBAs’ 
views of employment in Canada, “Journal of Managerial Psychology” 2010, Vol. 24, No. 2. 



54 Europa Regionum XV (2012) 

 

ings were confirmed in research study conducted for the project addressed. As 

the Questionnaire Survey indicates, 30% of immigrants remain unemployed, 

while only 45% of them have a regular, full time job (Table 1). 

Table 1  

Employment status of immigrants 

Do you have a job right now? Frequency Percent 

Yes, regular full time 84 45 

Yes, regular part time 31 17 

Yes, casual 15 8 

No, I do not have a job 55 30 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, Train-

ing Needs of Young Immigrants within European Countries, Szczecin–Belfast–Dublin–

Santander–Avellino 2010, p. 38. 

Moreover immigrants are not fully satisfied by their job (Table 2). Most of 

42% of immigrants partially satisfied declare their satisfaction mostly in com-

parison to unsatisfying them unemployment. Only 34% of immigrants declare 

employment adequate to their education. Most of immigrants believe that their 

job or the last job they had, wasn‟t corresponding to their skills (Table 3). 

Table 2  

Satisfaction from job of immigrants 

Are you satisfied with your job? Frequency Percent 

Full satisfaction 41 31 

Partial satisfaction 56 42 

No satisfaction 36 27 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 38. 

The case of satisfaction from job concerns only respondents who do have 

some kind of a job. Therefore those, who claim not having a job, are not in-

cluded and percentages in table 14 concern only the 70% of respondents. 
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Table 3  

Correspondence of education to current/last job as declared by immigrants 

Is your job or the last job you had, corresponding to 

your education level? 
Respondents Percent 

Yes, fully 45 34 

Yes, partially 33 25 

No 55 41 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 38. 

The relatively high level of dissatisfaction form the job can be, among oth-

er factors, the result of possessing a job of lower/different level than the 

achieved education, what is the case for 66% of researched immigrants. 

The satisfaction level from the job of non EU immigrants is very similar to 

the level of EU immigrants. However among the same group of immigrants 

47% of non EU immigrants do not have a job, comparing to 21% of EU immi-

grants without a job (Figure 1). 

 

Fig. 1.  Employment status of immigrants regarding on source country 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 39. 

The matter of unemployment is quite diversified among countries; howev-

er there is a high unemployment rate among immigrants in each researched 

country. The country where the biggest amount researched immigrants do not 

have a job is Spain (73% compared to 21–36% in other countries). The country 
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with highest amount of immigrants having a regular, full time job is Ireland 

(62% compared to 18–24% in other countries). 

Table 4  

Employment vs. unemployment among respondents in different countries 

Do you have a job right now? ENGLAND IRELAND ITALY POLAND SPAIN 

Yes, regular full time 24% 62% 24% 29% 18% 

Yes, regular part time 29% 13% 33% 29% 0% 

Yes, casual 14% 5% 19% 7% 9% 

No, I do not have a job 33% 21% 24% 36% 73% 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 39. 

As highlighted in OECD studies, immigrants arriving to countries within 

OECD have generally higher level of education than in the past, however many 

low-qualified immirants look for better life and better employment in these 

contries.
2
 For instance, in France, half of adult immigrants have not graduated 

from upper secondary school.
3
 This partially explains why immigrants suffer 

some employment disadvantages in relation to lacals (in relation to employment 

rate as well as level of wages).  

However, according to statistical analysis even if the level of education of 

immigrants was equal to the one of the native-born, there would still exist a 

60% gap in employment.
4
 Therefore, other factors than low level of 

qualifications prevent immigrants from entering the labor force. In fact, even 

highly-qualified migrants find it difficult to get high-status jobs. Several studies 

confirm that immigrants face serius barriers in aguiring employment which is 

adequate to their education level.
5
 

                                                             
 2  OECD Publishing, Jobs for Immigrants, Vol. 1, Labour Market Integration in Australia, 
Denmark, Germany and Sweden 2007. 
 3  B. Keeley, International Migration: the Human Face of Globalization, OECD Insights, 
OECD Publishing 2009. 
 4  Ibidem. 

 5  Compare: L.T. Hakak, I. Holzinger, J. Zikic, op.cit.; A.F. Constant, M. Kahanec, 
K.F. Zimmermann, op.cit. 
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A study conducted by Luciana Turchick Hakak, Ingo Holzinger and Jelena 

Zikic examining perceived barriers to finding a good job by immigrant 

professionals from Latin America reveled that networks, language, cultural 

differences and subtle disrcimination are the most significant barriers (Table 5). 

Table 5  

Barriers to finding a good job by immigrants 

Barriers on the labor market Frequency Percent 

Discrimination  15 75 

Language  13 65 

Culture  11 55 

Networks  9 45 

Source:  L.T. Hakak, I. Holzinger, J. Zikic, op.cit. 

Structural rigidities, such as the lack of interregional geographic mobility 

aggravated by linguistic barriers, limitations giving an access to specific profes-

sions only to the locals, mismatches between existing skills and those in high 

demand, and cultural and socio-economic barriers excluding the participation of 

nationals into low-status or low-wage jobs, greatly contribute to labor market 

imbalances.
6
 Furthermore, many immigrants face disadvantages in such areas as 

legal rights, education, employment, criminal justice, health, living conditions, 

and civic participation.
7
 It all causes that that their potential and value they may 

add to economic growth is not fully used. 

In a study The IZA Expert Opinion Survey conducted among expert 

stakeholders from EU Member States in 2007 several barriers were mentioned 

as obstacles to economic integration. The most common ones were: insuffiicient 

command of a local language, inadequate education, no knowledge about 

employment oportunities, internal barriers (such as social, cultural, religious 

                                                             
 6  OECD Publishing, Jobs for Immigrants, Vol. 1, Labour Market Integration in Australia, 
Denmark, Germany and Sweden 2007. 
 7  S. Spencer, The Challenges of Integration for the EU, 2003, presentation and materials 

form the Greek EU Presidency‟s conference on “Managing Migration for the Benefit of Europe” 
2003. 
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norms), institutional barriers (citizenship, other legal restrictions). However, 

discrimination was pinpointed as the most serious barrier.
8
 

Other barriers included regional underdevelopment, lack of legal 

documents, lack of self-confidence to apply for jobs, lack of recognition of 

fereign-earned education, lack of willingness to work, no experience in social 

context of a destination country. Moreover, immigrants themselves indicated 

paid employment as an area in which they would like to see the greatest 

changes.
9
 

These research findings confirm OECD report‟s conclusions.
10

 It evidence 

immigrants‟ situation in Australia, Denmark, Germany and Sweden, and indi-

cates three most important barriers facing immigrants on foreign labor market: 

skills equivalence and recognition, networking and discrimination. Lower lan-

guage abilities are in many studies suggested as equally important in labor mar-

ket affecting.
11

 

Despite of increasing involvement in equality popularization, discrimina-

tion and prejudice on the basis of perceived linguistic, cultural or ethnical dif-

ferences seems to affect immigrants‟ employment significantly. On the job dis-

crimination may be a result of the lack of recognition of cultural differences in 

working practices. A test conducted by the International Labor Organization re-

vealed that discriminatory behavior of employers often takes place.
12

 However, 

the degree of discrimination differs from one group of immigrants to other and 

from country to countries. For instance, immigrants with ethnicity, language 

and culture similar to the ones of a host country generally face less discrimina-

tion. According to a research conducted in the US, people who escaped from 

their countries because of political reasons, e.g. immigrants from Cuba and 

Vietnam, are more sympathetically welcome than the ones fleeing poverty, e.g. 

ones from Haiti or Mexico.
13

 Researches conducted for referred project assume 

                                                             
 8  A.F. Constant, M. Kahanec, K.F. Zimmermann, op.cit. 

 9  Ibidem. 
 10  OECD Publishing, Jobs for Immigrants, Vol. 1, Labour Market Integration in Australia, 
Denmark, Germany and Sweden 2007. 
 11  D. Bellante, C.A. Kogut, Language ability, US labor market experience and the earnings of 
immigrants, “International Journal of Manpower” 1998, Vol. 19, No. 5, pp. 319–330; B. Keeley, 
International Migration: the Human Face of Globalization, OECD Insights, OECD Publishing 
2009. 
 12  International labor migration. A rights-based approach (2010), International Labour Organi-

zation, Geneva. 
 13  B. Keeley, op.cit. 
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that discrimination and its relatives are among the strongest stressed barriers by 

immigrants (Table 6).  

Table 6 

Barriers on the labor market as perceived by immigrants 

General barriers 
Barriers indicated by immigrants 

during FGI 
High  

barrier 
Average  
barrier 

No  
barrier 

Discrimination Discrimination and prejudice at the 
basis of linguistic, cultural or tech-
nical differences 

Spain 
Ireland 
Poland 

UK 
Italy 

 

Skills equivalence 
and recognition 
 

Perception of education, no willing-
ness to invest in workers 

Poland   

Ignoring of qualifications UK   

Difficulties in getting work expe-

rience 

Ireland   

Lower job security (short term con-
tracts, seasonality, vulnerability to 
hire lay-off cycle) 

UK 
Italy 

Spain 
Ireland 
Poland 

 

Concentration in unskilled or semi-
skilled occupations 

UK 
Italy 

Ireland 

Spain 
Poland 

 

Language Language differences UK 
Spain 

Poland 

  

Networking Need of personal support Poland   

Different market 
situation and ad-
ministration struc-
tures 

Understanding logic and dynamics 
of labor market 

Italy   

Difficulty in accessing career guid-
ance and training given the unfami-

liarity with national support struc-
tures 

 UK 
Italy 

Poland 

Spain 
Ireland 

Ethnical and cultural differences, 
lack of trust for immigrants 

Spain 
UK 

Poland 

  

Less support from government, i.e. 
funding and training, protection of 

countries labor market 

UK 
Poland 

  

Lack of papers, work permit system 
and accompanying documentation 

Spain 
Ireland 
Poland 

  

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 41. 

Another factor that makes it difficult for migrants to find good jobs is the 

perception that they take away jobs from native population and have a negative 

impact on wages. This seems to appear in all countries and becomes stronger 
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while economic crisis. However, specialized studies prove that immigrants 

mainly compete with themselves and if their supply increases by about 10%, 

wages of migrants drop by a similar percent. But wages of natives are affected 

to a small degree.
14

 

Skills equivalence and recognition may be a problem as well, especially 

when people come from countries with very different background (education 

system, human development policy, industrial standards, etc.). A lot of employ-

ers do not trust qualifications earned abroad. It mostly concerns professional 

qualifications. They have doubts whether the qualification is authentic or may 

rate it as lower in comparison to the one granted locally.
15

 Some countries have 

established systems of assessment and certification of qualifications and work 

skills (e.g. Sweden, Denmark), however a research conducted in Sweden shows 

that even if qualifications of immigrants are recognized, they still earn less than 

the equally educated locals.
16

  

What is more, our research implies that not just education level and its 

recognition are crucial to find proper employment, but work experience is 

equally important (Table 7). It also indicates that it is difficult to gain proper 

experience as employers are unwilling to employ them. It seems to be like a vi-

cious circle: Without experience they can‟t get a job, yet without a job they 

can‟t gain experience. In many cases starting own business is for immigrants the 

only chance for “normal” life and fulfilling career development. Subtle discrim-

ination may refer to different treatment on the basis on an accent and lack of 

work experience in a host country even if it was not relevant to a job. For ex-

ample, according to a study conducted in Canada, foreign work experience was 

valued less than Canadian one and amounted to about 30% with regard to its in-

fluence on a salary.
17

 

                                                             
 14  G.J. Borjas, Immigrants, Minorities and Labour Market Competition, Industrial and Labor 
Relations Review 1987, Vol. 40, No. 3. 
 15  B. Keeley, op.cit. 
 16  Jobs for Immigrants, Vol. 1, Labour Market Integration in Australia, Denmark, Germany 
and Sweden, OECD Publishing 2007. 

 17  J. Dietz, Introduction to the special issue on employment discrimination against immi-
grants, “Journal of Managerial Psychology” 2010, Vol. 25, No. 2, pp. 104–112. 
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Table 7  

Barriers on the labor market for immigrant 

– the cross-reference of findings from different countries 

Country Most important barriers mentioned by immigrants 

UK Language differences, cultural differences, their experience/qualifications are ignored, 
low pay occupations only, less support from government i.e.: funding and training, 

lack of skills, lack of training opportunities, unsure of access to training, lower job se-
curity occupations and migrants are largely concentrated in un-skilled, risky sector 
jobs. 

Ireland Discrimination in terms of “color, language, religion and ethnicity”, the importance of 
practical work experience and the difficulty as a migrant in securing some (non-Irish 
nationality added to the difficulty in securing the first step to remove this barrier, be it 
unpaid experience or a full time job), impossibility to compete on an equal footing 

with native applicants. 

Poland Language skills, lack of trust for immigrants, even fear of hiring them, bad stereo-
types, bureaucracy of the country it takes time, it is discouraging, it is complicated, 
lack of immigrants‟ qualification, the need of help and support from, the perception of 
education in others countries, the size of the city matters as well, the protection of 
country‟s labor market, lack of proper office to deal with immigrant problems, em-
ployers do not invest in workers; they demand high skills but they are not willing to 
pay immigrants to get them. 

Italy Difficulty in accessing information and in understanding the logics and dynamics of 
the labor market, concentration in jobs that are unskilled or not very skilled, lack of 
job stability. 

Spain Discrimination against nationality, not holding the required qualification for the job, 
experience/studies acquired in country of origin not valued, lack of experience in the 
field of desired work, being a non-national, the economic recession, absence of do-
cumentation showing proof of residency, need to successfully pass through stages of 
the selection process, need to make working life compatible with family life in the 

case of mothers with children. 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 42. 

Immigrants experience lack of access to networks to facilitate integration 

into the labor market. Personal contacts have an important role in filling job va-

cancies – according to a study conducted in Turin, 57% of enterprises employed 

new workers via personal contacts.
18

 Immigrants usually do not have such con-

tacts as they have left their families, friends and acquaintances behind. In con-

sequence, immigrants whose qualifications are at least equal to the one of the 

locals are at a disadvantage and it takes them much longer to find a job.
19

 

                                                             
 18  B. Keeley, op.cit. 

 19  Jobs for Immigrants, Vol. 1, Labour Market Integration in Australia, Denmark, Germany 
and Sweden, OECD Publishing 2007. 
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In consequence, immigrants are concentrated in unskilled or semiskilled 

occupations (e.g. agriculture, manufacturing, hospitality) and risky sectors of 

employment. This is a reason that the difference between industry fatality rates 

for immigrants and natives is 1.79 deaths per 100 000 employees.
20

 Lower job 

security they experience (short term contracts, seasonality, vulnerability to hire-

layoff cycle) result from poor recognition of employee rights, as well as labor 

market in host country, which may differ strongly in relation to country of their 

origin. They often experience no opportunity to gain a more fulfilling occupa-

tion. Moreover research results assume that the size of the city matters: it is 

much easier to find proper job in metropolises, while much worse situation is in 

small towns. 

Nevertheless position of immigrants on the labor market is affected by cul-

tural differences, which are not only the source of discrimination but impact 

successful job searching and workplace perception as well. Some migrants feel 

that they do not fit a culture of their host country. Since they are not familiar 

with work culture and topics of informal conversations taking place in a compa-

ny they feel as outsiders. Furthermore, cultural differences may be a source of 

misunderstandings. These may include
21

: 

- Roles and Status – a social hierarchy that exists in one country may cause 

problems in other ones. Immigrants from countries where women are subor-

dinate to men may have problems with adapting to Western norms. For ex-

ample, men may have problems to adapting to work with females as equal or 

as their superiors.  

- Personal Space – people from various cultures have different comfort zones 

e.g. Germans and Japanese prefer to have bigger personal spaces while Arabs 

tend to stand close to each other.  

- Body Language – the same gestures may have different interpretations in dif-

ferent countries. For instance, Americans tend to maintain eye contact and 

lack of it can be interpreted as being evasive while in Latin and Asian coun-

tries it is a sign of respect.  

- Religion – people from different cultural backgrounds may have different re-

ligions and customs that may be difficult to understand for natives. Immi-

                                                             
 20  P.M. Orrenius, M. Zavodny, Do Immigrants Work in Riskier Jobs?, www.law.berkeley.edu 
(2006). 
 21  Cultural and Language Barriers in the Workplace, Workforce Development Board Position 

Papers on Barriers to Successful Employment in Charlotte-Mecklemburg, Charlotte-
Mecklemburg Workforce Development Board (2002). 
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grants may observe religious holidays on which work is not permitted or cer-

tain customs should be followed.  

- Personal Appearance – hygiene, diet habits or clothing may vary for different 

cultures. Certain items of clothing, such as headdresses, can be a part of cus-

tom or belief which may be seen unsafe or inappropriate by employers. 

Lack of communication skills is a huge barrier on labor market. Language 

skills are important as some of migrants in low-skilled jobs may be qualified 

enough to perform better work but their lack of ability to communicate in a for-

eign language prevents them from doing so.
22

 For highly-skilled people, a 

command of local language becomes even more important issue. „Conceivably, 

the most important human capital component with respect to integration is the 

extent of knowledge of the host country language‟.
23

 Immigrants to host coun-

tries in which more popular languages, such as English or Spanish, are spoken 

have similar problems to those with less popular local language.
24

 Language 

barrier was stressed by immigrants during FGI as difficult constraint directly 

connected with living in foreign countries (Table 7).  

The study conducted for the purpose of referred project indicates that 

among many barriers perceived by immigrants as negatively affected their job 

search, the strongest barrier is competition on the labor market (by other equally 

skilled candidate workers), which is highly related to discrimination and net-

works recognition (compare Table 19 and Figure 5). Immigrants perceive them-

selves to be less competitive than other candidates who originate from the coun-

try in which they apply for jobs. To compete, they have to be better qualified 

and have wider experience. In terms of discrimination, experience indicated in 

application should refer to domestic labor market. Certificates gained in host 

country are equally important and are a serious confirmation of proper qualifi-

cations level. In contrast, information about education recognition and upgrad-

ing training is often difficult to access, and it requires a lot of time and effort to 

gain proper information about courses available. 

In relation to barriers perceived by immigrants on the labor market, find-

ings from FGI correspond with survey results, which show the perception of 

                                                             
 22  D. Bellante, C.A. Kogut, op.cit.; B. Keeley, International Migration: the Human Face of 
Globalization, OECD Insights, OECD Publishing 2009. 
 23  B. Keeley, op.cit. 

 24  OECD Publishing, Jobs for Immigrants, Vol. 1, Labour Market Integration in Australia, 
Denmark, Germany and Sweden 2007. 
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employment disadvantages in a broader context. The results of survey are pre-

sented in Table 8 and Figure 2. 

Table 8  

Barriers on the labor market as perceived by immigrants 

Do you consider that the following have affected nega-
tively your past job search and work experience? 

Often Sometimes Sum 

Competition (by other equally skilled candidate workers) 33% 33% 66% 

Bureaucracy procedures 27% 32% 59% 

Going through qualification procedure, interview, self-
presentation, etc 

26% 32% 58% 

Wrong (high/low) expectations 18% 39% 58% 

Communication & Social skills (behavior-cultural mi-
sunderstandings) 

22% 34% 56% 

Carrier path creating (career orientation & job choice) 19% 37% 55% 

Presentation skills 26% 28% 54% 

Knowledge of training and vocational education struc-
tures & opportunities 

28% 26% 54% 

Accessing information sources 20% 32% 52% 

Awareness of employment rights and obligations 26% 24% 51% 

Understanding of labor market needs and trends 22% 28% 51% 

Career orientation & job choice 13% 37% 51% 

CV preparation 20% 26% 46% 

Teamwork skills (working in a team and communica-
tion-understanding with team members) 

22% 21% 42% 

Electronic tools for job search 16% 26% 42% 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

pp. 43–44. 
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Fig. 2.  Barriers on the labor market as perceived by immigrants 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 44. 

What should be noticed is that even the least common barrier – “electronic 

tools for job search” – is recognized by almost half of the respondents (42%). 

Thus, it would be a false assumption to consider CV preparation, teamwork 
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skills, or electronic tools for job search as unimportant obstacles for immigrants 

on the labor market. The group seems to have a high level of information tech-

nology awareness, only if the source of information can be easily indicated. 

However, the other barriers may also be important. Once some barriers are 

overcome, the immigrants may have to deal with other ones. 

The aspect of barriers may also by perceived the other way around. Mi-

grants were asked about the barriers that they did not face. The results are pre-

sented in Table 9 and Figure 3. 

Table 9  

Barriers on the labor market as perceived by immigrants 

Do you consider that the following have affected negatively 
your past job search and work experience? 

Rarely Never 
Rarely or 

never 

Electronic tools for job search 17% 41% 58% 

Teamwork skills (working in a team and communication-
understanding with team members) 

26% 32% 58% 

Awareness of employment rights and obligations 27% 27% 54% 

CV preparation 22% 27% 49% 

Accessing information sources 24% 25% 49% 

Communication & Social skills (behavior-cultural misun-
derstandings) 

26% 23% 49% 

Presentation skills 26% 22% 48% 

Knowledge of training and vocational education structures 
& opportunities 

25% 21% 46% 

Carrier path creating (career orientation & job choice) 25% 21% 46% 

Career orientation & job choice 24% 21% 45% 

Wrong (high/low) expectations 23% 21% 44% 

Understanding of labor market needs and trends 21% 21% 42% 

Going through qualification procedure, interview, self-
presentation, etc 

23% 19% 42% 

Bureaucracy procedures 23% 18% 41% 

Competition (by other equally skilled candidate workers) 17% 17% 34% 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 45. 
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Fig. 3.  Barriers on the labor market as perceived by immigrants 

Source:  Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, op.cit., 

p. 45. 

We may suppose that there are barriers that do not seem to appear often, 

but which are still important. Consider wrong (high/low) expectations. Even 

though only 18% of the respondents perceive this barrier as appearing often, 

39% perceive it from time to time. It can be assumed that this barrier appears ra-

ther during job seeking, not when one is employed. The same applies to career 
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path creating, career orientation & job choice, and accessing information 

sources (compare Table 9 and Figure 4). 

Several barriers facing young immigrants in foreign countries were identi-

fied. They match barriers identified by other, broader studies (such as discrimi-

nation, different market situation and administration structures, skills equiva-

lence and recognition, language, networking). Without a doubt the most preva-

lent barrier as perceived by researched immigrants was competition on the labor 

market. Immigrants perceive themselves to be less competitive than other can-

didates who originate from the country in which they are applying for jobs. 

Other important barriers are bureaucracy procedures, going through qualifica-

tion procedure, interview, self-presentation, etc; wrong (high/low) expectations; 

communication & Social skills (behavior-cultural misunderstandings); carrier 

path creating (career orientation & job choice) and lack of presentation skills. 

Presented barriers, as consisted with other studies, may also be a recom-

mendation for state economy policy. Ensuring the true and fair competition on 

labor market, simplifying bureaucracy procedures, adequately and proactively 

chosen trainings for youths seeking for job – these seem to be the correct way of 

state actions towards increasing the employment rate among youths.  
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Rynek pracy jest przedmiotem wielu naukowych rozważań. Stopa bezrobocia sta-

nowi jeden z najważniejszych wskaźników stanu gospodarki. Celem artykułu jest 

przedstawienie doświadczeń młodych migrantów na rynku pracy oraz barier, które po-

strzegają. W artykule zidentyfikowane główne bariery, jakie napotykają młodzi imi-

granci. Odpowiadają one barierom zidentyfikowanym w innych opracowaniach (takich 

jak dyskryminacja, wpływ sytuacji na rynku pracy i różnych struktur administracyj-

nych, posiadane umiejętności i ich uznawanie, znajomość języka, networking). Imi-

granci postrzegają się jako mniej konkurencyjni na rynku pracy od innych kandydatów, 

którzy pochodzą z kraju, w którym ubiegają się o pracę. Inne zidentyfikowane bariery 

to procedury biurokratyczne, umiejętność przechodzenia przez procedurę kwalifikacyj-

ną, umiejętności autoprezentacji, niewłaściwie definiowane oczekiwania, brak umiejęt-

ności społecznych, brak umiejętności planowania ścieżki kariery. 

Tłumaczyła Katarzyna Łobacz 

 



 

 



 

 

uring the Pathways to Work project a research was conducted on the 

training needs of young migrants within European countries. A consider-

able part of the research concerned the needs and experiences of young migrants 

in the training area. The paper presents the results of the research, including the 

identification of trainings needs, the most preferable trainings and the influence 

of previous experiences on perception of trainings.  

 

According to A.F.Constant, M. Kahanec, K.F. Zimmermann, experts who 

deal with ethnic minorities or who are minorities themselves firmly acknowl-

edge that minorities in all 27 EU-countries are at grave risk of exclusion, and 

this risk is either steadfast or increasing.
1
 The experts‟ suggestions to enhance 

integration include, among others, training in self-confidence.
2
  

There is a need of trainings among migrants. Besides upgrading qualifica-

tions, young immigrants perceive personal development as important as well. 

                                                             
 1  A.F. Constant, M. Kahanec, K.F. Zimmermann, Attitudes towards immigrants, other inte-
gration barriers, and their veracity, “International Journal of Manpower” 2009, Vol. 30, No. 1/2, 

p. 6. 
 2  Ibidem. 
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The need for development seems to be stronger than average. A professional 

ability is considered the most fundamental for guaranteeing quick entry into the 

workforce, along with qualifications awarded that certificates this ability.
3
 Im-

migrants perceive trainings as an important way to overcome barriers they face 

on the labor market. What is more, it has been identified that children of mi-

grants, who have obtained education and vocational training in the immigration 

country secure better jobs than their parents.
4
 

They are conscious that education is a basic determinant of their success 

while integration in the host country. Generally, four areas of training needs can 

be identified: 

- Vocational training (on the job training). 

- Personal abilities, presentation, communication, job searching, language 

(everyday language and professional language). 

- Labor market systems and regulations (evolutions in labor market, national 

support structures, legal regulations of labor market). 

- Business education (starting and developing own business, funds for immi-

grants to start business). 

These training needs are similar to the ones expressed by other young 

people entering the labor market.
5
 However, they are seen differently. Training 

needs are strongly directed to the areas which may help to overcome barriers 

they face, most of all lack of social, economic and legal knowledge in terms of 

living in a foreign country. Besides, language proficiency is considered as the 

first thing to guarantee a quick introduction into the work market.
6
 

Beside achievement of proper qualifications, they look for their certifica-

tion as a proof of knowledge and skills in the host country as well as securing of 

work experience, which they perceive as the most difficult to acquire. Moreover 

immigrants perceive training as lifelong process, as it is the only way to develop 

                                                             
 3  Compare: J. Dietz, Introduction to the special issue on employment discrimination against 
immigrants, “Journal of Managerial Psychology” 2010, Vol. 25, No. 2, pp. 104–112. 

 4  Compare S. Castles, M.J. Miller, The Age of Migration. International Populations Move-
ments in the Modern World, Palgrave Macmillan 2009, p. 110. 
 5  Compare research done by other experts, for example: T. Xavier, Recent Immigration 
Trends in France and Elements for a Comparison with the United Kingdom, Population 59. 5, 
Sep./Oct. 2004 J. Sides, J. Citrin, European Opinion About Immigration: The Role of Identities, 
Interests and Information, “European Union Politics”, March 2005, Vol. 6, No. 1. 
 6  For language skills of migrants and their importance compare: Cultural and Language Bar-
riers in the Workplace, Workforce Development Board Position Papers on Barriers to Successful 

Employment in Charlotte-Mecklemburg, Charlotte-Mecklemburg Workforce Development Board 
(2002). 
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carrier and sustain employment. Beside of upgrading qualifications they perce-

ive personal development important. This necessity of development seems to be 

more required than average. 

 

Despite of different situation in every country, in relation to soft skills 

training needs of immigrants are similar in all countries. Young immigrants 

seem to represent very pragmatic attitude. In their definition of training needs 

they tend to point out very concrete definite areas (compare Table 1). 

Table 1  

Training needs of migrants – the cross-reference of findings from different countries 

Country Training needs expressed by migrants 

1 2 

UK The results of the research illustrate the importance migrants place on the need to de-
velop their skills and abilities to improve their position within the labor market, a need 
for work experience, also to develop personal career goals and to devise their own 
curriculum vitae, becoming more focused in what they want to achieve and become 
more attractive to employers. Overall the table portrays the importance migrants place 
on developing their personal skills and abilities. 

Ireland The group did identify some generic training needs: 

 more apprenticeship/vocational training; 

 on the job training; 

 confidence and self-esteem support to help deal with rejection and also the addi-

tional barriers of being an immigrant. 

Poland The participants felt the need for following trainings 

 CV writing, qualification procedure, interview, self-presentation, etc. 

 Labor law knowledge 

 Business plan, starting business, where to get funds 

 How to behave and communicate in state offices 

 Language course 

 Culture training 

Professional trainings 

Italy  need to develop their knowledge and skills in relation to evolutions in the Labor 

market 

 need to develop their knowledge and skills in relation to the legislative framework 

 need to develop their knowledge and skills in relation to the use of information 

channels and new Information and Communication Technology 

 need to develop their knowledge and skills in relation to team working and effec-

tive communication 

 need to develop their knowledge and skills in relation to career marketing 
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1 2 

Spain List of skills and abilities needed for immigrants to improve their position in the labor 
market: 

 Training towards finding work 

 Adjusting to labor market demands 

 Achieving basic qualifications in the country in order to later secure a job 

 Positive presence and knowing how to be firm, assertive, astute and willing to 
learn 

 Proficiency in computer programmes 

 Knowledge of technical terminology, even for those speaking the same language 

Source:  FGI findings, Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, 

K. Łobacz, Training Needs of Young Immigrants within European Countries, Szczecin–

Belfast–Dublin–Santander–Avellino 2010, p. 48. 

As presented in Table 1 desired content of courses migrants articulate are 

as follows: 

- Dealing with rejection and self-confidence. 

- Institutions supporting immigrants on the labor market, achieving qualifica-

tions in the host country and certification system. 

- Introduction to system of labor, labor market trends, adjusting to labor mar-

ket demands. 

- National diversity and way of communicating. 

- Self-presentation in the host country and assertiveness. 

- Where to achieve work experience. 

- Personal carrier preparation, CV preparation gaining and sustaining em-

ployment, learning the rules and in-group work. 

- Building up contacts in the area of interest. 

A broadened, aggregated approach towards trainings has been prepared on 

the basis of the survey results. In terms of respondents, who would definitely 

participate in trainings the list of most popular trainings is presented in Table 2 

and Figure 1. 

Table 2  

The most preferred trainings by immigrants 

Would you like to participate in the trainings offer-
ing improvement of following skills and abilities? 

Definitely 
would parti-

cipate 

Rather would 
participate 

Sum 

1 2 3 4 

Communication & Social skills (behavior-cultural 
misunderstandings) 

45% 35% 79% 
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1 2 3 4 

Going through qualification procedure, interview, 
self-presentation, etc. 

46% 31% 78% 

Presentation skills 48% 28% 76% 

Carrier path creating (career orientation & job 
choice) 

39% 35% 73% 

Knowledge of training and vocational education 
structures & opportunities 

45% 26% 72% 

Competition (by other equally skilled candidate 
workers) 

37% 34% 71% 

CV preparation 41% 29% 70% 

Teamwork skills (working in a team and commu-
nication-understanding with team members) 

40% 29% 69% 

Awareness of employment rights and obligations 40% 29% 69% 

Career orientation & job choice 34% 34% 68% 

Understanding of labor market needs and trends 39% 28% 68% 

Accessing information sources 36% 29% 65% 

Bureaucracy procedures 39% 26% 65% 

Wrong (high/low) expectations 30% 33% 63% 

Electronic tools for job search 33% 24% 58% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 49. 
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Fig. 1.  The most preferred trainings by immigrants 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 49. 

According to the survey the most preferred trainings by immigrants are: 

- Communication & Social skills (behavioral-cultural misunderstandings). 

- Going through qualification procedure, interview, self-presentation, etc. 

- Presentation skills. 

- Carrier path creating (career orientation & job choice). 
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- Knowledge of training and vocational education structures & opportunities 

- Competition (by other equally skilled candidate workers). 

At the same time, immigrants are less excited about training concerning: 

- Electronic tools for job search. 

- Bureaucracy procedures. 

- Career orientation & job choice. 

- Accessing information sources. 

- Teamwork skills (working in a team and communication-understanding with 

team members). 

 

The researched immigrants have some experience in taking trainings. Most 

of them have some opinion (positive or negative) on taking trainings; it hardly 

happens that someone does not have an opinion about taking trainings.  

However research findings lead up to conclusion that previous experience 

with trainings does not significantly influence their willingness for further edu-

cation. Immigrants have differentiated training experiences. Considering well 

educated young people, most of them never took part in soft skills courses but is 

aware of their potential usability in terms of general knowledge gained. 

A little bit more than half of the respondents have taken some trainings or 

courses improving their position on labor market. On the other hand almost half 

of them have never taken any training (compare Table 3). 

Table 3  

Training experiences of immigrants 

Have you ever taken trainings or courses improving your po-

sition on labor market? 
Frequency Percent 

Yes 102 55 

No 84 45 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 54. 

Immigrants researched represented different education background as well 

as economic conditions and life styles, however independent on host country 
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they lived in, they have identified key reasons why immigrants may not access 

existing training opportunities as compared in Table 4. These are: 

- inability to attend due to work obligations or family duties, 

- cost of trainings, which is not available for them, 

- language skills/requirements, 

- distance of training centre, 

- availability for non-citizens, 

- lack of confidence due to level of qualification. 

The most important perceived obstacle to participating in trainings is lack 

of time caused by family duties and work requirements. Moreover, it seems that 

cost is one of the basic criteria that may prevent and encourage young immi-

grants to take training. In some cases important role plays the citizenship re-

quirement to access some training as well as level of language skills required. 

Besides not understanding the education system seems to be of high impor-

tance. 

Table 4  

Reasons for not undertaking training – a cross-reference study from different countries 

Countries Perception of training opportunities 

UK One of the factors was the lack of access to training. Migrants did not know where to 
access training. They also expressed that they were unaware of what training was 
available. Other imposing factors discussed were: cost, no immediate income, if the 
course was full time, not understanding the education system, family constraints, 
fear of feeling left out, lack of resources, and lack of guidance from employers or 
other government institutions. Overall, the research recognizes the need for training 
among migrants, but ultimately they do not know where to access training. They ex-
pressed many reasons that prevented them from under taking training, the most in-

fluential being, cost, access, discrimination and fear. 

Ireland Participants listed a number of reasons that immigrants (and themselves) could not 
undertake training: cost, accessible location of the training centre, English language, 
training requirements/criteria, lack of confidence. 

Poland Many reasons why immigrants do not take trainings were presented: bureaucracy, 
lack of time “when you take trainings you do not work so you have no money to get 
by”, lack of money, all the paperwork, lack of knowledge, not fitting in the target 
group particular training, employers do not know about the trainings for their em-

ployees 

Italy Immigrants discovered the need to innovate training offered, involving immigrants 
in blended learning, to autonomously manage training courses and overcome prob-
lem of attending courses that are difficult to reconcile with work commitment. The 
management rarely involves immigrants working in companies in internal training 
processes and does not allow them to choose the courses that they feel are most suit-
able for them. 
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Countries Perception of training opportunities 

Spain NOT undertaking training is NOT part of their intended plan, given that training 
provides the only opportunity in the current legal and economic context to achieve 
their goal: to stay in Spain. They see no reason not to undertake training and educa-

tion considering that this is how work is secured. 

Source:  FGI findings, Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, 

K. Łobacz, op.cit., pp. 54–55. 

Analyzing training experiences it is valuable to present the differences be-

tween those who have and have not taken trainings. The attempt has been made 

in order to select and compare those respondents who have taken and have not 

taken trainings. The idea of presenting data was to show the main differences 

between this group and the average respondents.  

As it is shown in Table 5, it may be supposed that immigrants who used to 

take trainings are more mobile and are not so much afraid to move to another 

host country, being not their country of origin.  

Table 5  

Intention of future behavior in relation to trainings 

Do you intend to change the 
country and go to another 

one, or do you intend to stay 
in this country? 

Immigrants who have taken 

training before 

Immigrants who have not taken 

training before 

 Frequency Percent Frequency Percent 

I intend to leave to another 
country 

34 34 22 26 

I intend to stay in this country 67 66 62 74 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 55. 

It may indicate that they are more self-aware, more bold, more mobile and 

willing to take a risk of trying something new. On the other hand most of immi-

grants from this group declare their wish to stay in the country they live now. It 

means that after trainings they took they are more assimilated with society they 

live in. 

Another researched aspect was the comprehension of taking trainings and 

possessing a job (compare Table 6). 
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Table 6  

Comprehension of taking trainings and possessing a job 

Do you have a job right now? 
Immigrants who have taken 

training before 

Immigrants who have not taken 

training before 

  Frequency Percent Frequency Percent 

Yes, regular full time 46 46 38 45 

Yes, regular part time 14 14 17 20 

Yes, casual 10 10 5 6 

No, I do not have a job 31 31 24 29 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 55. 

As indicated in Table 6. there is not a statistically valid relation between 

immigrants who have and have not taken trainings and their employment. It 

may indicate that the trainings they had have not actually helped them in getting 

a job. It proves the need to create new, more result oriented trainings, as old 

ones seem not to work.  

The research also made as attempt of evaluation of taking trainings on the 

satisfaction from possessed job (compare Figure 2). 

 

Fig. 2.  Comprehension of satisfaction from job and taking trainings 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 56. 
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As one can notice on Figure 2 there is a relation between immigrants who 

have and have not taken trainings and their satisfaction from their job. Those 

who have taken trainings before are twice more fully satisfied from their job 

than those, who have not taken trainings before. It indicates that even though 

the trainings may not have helped them in finding new job, the trainings com-

mitted to bigger satisfaction. 

Similar aspect to job satisfaction is the comprehension of correspondence 

of job to the education level and taking trainings (Figure 3). 

 

Fig. 3. Comprehension of correspondence of job to the education level 

and taking trainings 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 56. 

As indicated in the Figure 3 there is a relation between immigrants who 

have and have not taken trainings and their job correspondence to their educa-

tion level. Those who have taken trainings before much more often claim that 

their job is fully corresponding to their education level. 

Another researched aspect was the comprehension of employment expec-

tation of migrants who have and have not taking trainings (compare Figure 4). 
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Fig. 4. Comprehension of employment expectations 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 57. 

There is a relation between immigrants who have and have not taken train-

ings and their optimism level concerning their job plans. Those who have taken 

trainings before are much more often convinced that their plans are realistic. 

Another hypothesis stated is the relation between experiences with train-

ings and the amount of time migrants are willing to spend on trainings. The re-

sults and hypothesis discussion are presented in tables 7 and 8. 

Table 7 

Comprehension of time for trainings declarations and taking trainings 

How much can you spend on 
improving your job qualifica-

tions? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

  Frequency Percent Frequency Percent 

1 month 16 16 13 15 

2 months 14 14 12 14 

6 months 31 30 21 25 

12 months 17 17 18 21 

2 years 5 5 5 6 
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How much can you spend on 

improving your job qualifica-
tions? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

  Frequency Percent Frequency Percent 

3 years 4 4 3 4 

more than 3 years 15 15 12 14 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 57. 

Table 8 

Comprehension of day-time for trainings declarations and taking trainings 

How many hours during a 
day can you spend on course 
or trainings improving your 

job qualifications? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

 Frequency Percent Frequency Percent 

1 hour 12 12 10 12 

up to 2 hours 36 35 27 32 

up to 3 hours 33 32 28 33 

up to 5 hours 11 11 8 10 

up to 8 hours 8 8 6 7 

more than 8 hours 2 2 5 6 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 58. 

There is not any statistically valid relation between immigrants who have 

and have not taken trainings and the time they can spend on trainings. The same 

applies to the amount of hours for trainings. There is not a statistically valid re-

lation between immigrants who have and have not taken trainings and the 

amount of hours a day that can be spend on trainings. It may indicate that the 

time available for training is less related to the satisfaction level and more re-

lated to other barriers (such as work, home responsibilities, etc.). 

The experience in taking training also determines the ability to find infor-

mation about trainings migrants need. The research results are presented in 

tables 9 and 10. 



84 Europa Regionum XV (2012) 

 

Table 9  

Comprehension trainings and courses awareness and taking trainings 

– finding information 

Do you know where to find 
information about trainings 

and courses? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

 Frequency Percent Frequency Percent 

Yes 80 78 33 39 

No 22 22 51 61 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 58. 

There is a very strong relation between immigrants who have and have not 

taken trainings and their knowledge where to find information about trainings. 

Those who have taken trainings before are much more often better informed 

about trainings possibilities information. 

Table 10 

Comprehension trainings and courses awareness and taking trainings – taking training 

Do you know where to take 
trainings and courses? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

 Frequency Percent Frequency Percent 

Yes 78 76 28 33 

No 24 24 56 67 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 58. 

There is a very strong relation between immigrants who have and have not 

taken trainings and their knowledge where to take trainings. Those who have 

taken trainings before are much more often better informed about taking train-

ings possibilities. 

A popular form of trainings is on-line and blended form. The previous ex-

perience with trainings has some influence on preferences of training‟s form. 

The results are presented in tables 11 and 12. 
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Table 11  

Comprehension of familiarity with on line training tools and taking trainings 

Are you familiar with on line 

training and courses through 
computer? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

 Frequency Percent Frequency Percent 

yes 69 68 30 36 

no 33 32 54 64 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 58. 

Table 12 

Comprehension of the most suitable form of training and taking trainings 

What is the most suitable 
form of training for you? 

Immigrants who have taken 
training before 

Immigrants who have not taken 
training before 

Frequency Percent Frequency Percent 

Traditional lectures and exer-
cises 

47 25 37 26 

Trainings and workshops 57 31 39 27 

Blended learning (partially 
traditional lectures and exer-
cises; partially e-learning) 

35 19 34 24 

Trainings via internet (e-
learning) 

41 22 23 16 

Postal courses 3 2 6 4 

I do not know 2 1 4 3 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 59. 

There is a very strong relation between immigrants who have and have not 

taken trainings and their familiarity with on line trainings or courses. Those who 

have taken trainings before are much more often more familiar with them (Ta-

ble 11). However, there is not a statistically valid relation between immigrants 

who have and have not taken trainings and the preferred form of trainings (Ta-

ble 12). Thus we may conclude that online form of training is not a barrier for 

migrants. 

The researched migrants indicate a strong desire for taking trainings. The 

most preferable trainings are those which help dealing with rejection and self-
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confidence, present institutions supporting immigrants on the labor market, 

achieving qualifications in the host country and certification system, teach na-

tional diversity and way of communicating, help with self-presentation in the 

host country and assertiveness and supporting carrier path through personal car-

rier preparation, CV preparation gaining and sustaining employment, learning 

the rules and in-group work. These can be such trainings as „Communication & 

Social skills (behavioral-cultural misunderstandings)‟; „Going through qualifi-

cation procedure, interview, self-presentation, etc.‟; „Presentation skills‟; „Car-

rier path creating (career orientation & job choice)‟; „Knowledge of training and 

vocational education structures & opportunities‟. 

The important influence on training needs are previous experiences. Those 

migrants who have taken trainings before are twice more fully satisfied from 

their job than those, who have not taken trainings before. They also more often 

claim that their job is fully corresponding to their education level. They are 

much more aware about training possibilities.  

Presented experiences of young migrants with trainings can also be treated 

as a recommendation for state economy policy towards employment. Trainings 

that young people had, have an important influence on their future behavior and 

perception of the idea of trainings in general. Thus it is essential to offer them, 

relevant well prepared trainings not only to overcome identified need but also to 

encourage them for future increasing of qualification. It supports the European 

idea of lifelong learning. 
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Na potrzeby projektu Pathways to Work zostały przeprowadzone obszerne bada-

nia migrantów w 5 krajach UE. Dużą część tego badań stanowiła analiza potrzeb szko-

leniowych migrantów i ich doświadczeń ze szkoleniami. Badani migranci wykazali du-

żą chęć uczestnictwa w szkoleniach. Najbardziej preferowane szkolenia dotyczą radze-

nia sobie z poczuciem odrzucenia i pewnością siebie, znajomości instytucji wspierają-

cych imigrantów na rynku pracy, osiągnięcia kwalifikacji w kraju, w którym przebywa-

ją, i uznawania kwalifikacji zdobytych w kraju macierzystym, szkolenia z różnorodno-

ści narodowej i sposobu komunikowania się, pomoc w autoprezentacji oraz wspieranie 

przy tworzeniu ścieżki kariery (m.in. przygotowanie CV). Istotny wpływ na potrzeby 

szkoleniowe mają również wcześniejsze doświadczenia. Ci imigranci, którzy byli na 

szkoleniach wcześniej, są dwa razy bardziej zadowoleni z obecnej pracy niż ci, którzy 
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wcześniej się nie szkolili. Częściej twierdzą też, że ich praca odpowiada ich poziomowi 

wykształcenia.  

Tłumaczyła Joanna Markiewicz 

 



 

 

igrants constitute some part of training market. They are a target group 

for both state supported programmes (such as Pathways to Work 

project) and commercial programmes. According to some research they are a 

group that is willing to take some trainings. It indicates that migrants, especially 

young migrants may become a considerable segment for all institutions which 

offer trainings and courses. In this context knowing the behavior of migrants 

seems to be a proper starting point for targeting this group. The objective of the 

paper is presenting the decision process for taking trainings by migrants, with 

special attention paid to blended learning. The paper uses the traditional ap-

proach of 5 stages buying process for explaining the migrants‟ trainings choic-

es. 

 

In the paper the 5 stages of the buying decision process
1
 (widely use in 

marketing) are taken as the background for determine the decision process of 

                                                             
 1  Ph. Kotler, Marketing Management, Millenium Edition (Tenth Edition), Prentice-Hall, Inc. 
2002, p. 98. 
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migrants in taking trainings. The stage 1 of the process is problem recognition, 

the moment when the buyer recognizes a problem or need. This need can be 

triggered by internal stimuli (such as feeling hunger or thirst) or external stimuli 

(such as seeing an ad) that then becomes a drive. Stage 2, Information Search, 

assumes that an aroused consumer who recognizes a problem will be inclined to 

search for more information. Consumer information sources include personal 

sources (family, friends, neighbors, acquaintances), commercial sources (adver-

tising, Web sites, salespersons, dealers, packaging, displays), public sources 

(mass media, consumer-rating organizations), and experiential sources (han-

dling, examining, using the product). The consumer usually receives the most 

information from commercial (marketer-dominated) sources, although the most 

influential information comes from personal sources. Stage 3, Evaluation of 

Alternatives, is a moment when consumers make an evaluation of known alter-

natives and choose product attributes they see as most relevant and important. 

In this stage the consumer forms preferences among the brands in the choice set 

and may also form an intention to buy the most preferred brand. That leads to 

the Stage 4 of buying process: Purchase Decision. There are factors that can in-

tervene between the purchase intention and the actual purchase decision. These 

are attitudes of others (such as the intensity of the other person‟s negative atti-

tude toward the consumer‟s preferred alternative, and the consumer‟s motiva-

tion to comply with the other person‟s wishes), unanticipated situational factors 

and the amount of perceived risk. The final stage 5 of the process, Postpur-

chase Behavior, is the experience of satisfaction or dissatisfaction. The con-

sumer‟s satisfaction or dissatisfaction with the product after purchase will influ-

ence subsequent behavior. 

 

During the research process conducted for the purposes of “Pathways to 

Work” projects the attitude of migrants towards trainings was researched. What 

seems to be surprising and unexpected is the fact that immigrants express wil-

lingness to participate in trainings. Immigrants perceive training as a lifelong 

process, as it is the only way to develop career and sustain employment. It was 

anticipated in FGI and confirmed by the Questionnaire Survey.  
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The most important evidence of this fact are the answers for the questions 

concerning participations in trainings. The aggregate answers are presented in 

Table 1. 

Table 1  

Willingness of participation in trainings 

Willingness of participation in trainings Frequency Percent 

There are no trainings I would definitely like to participate 57 31 

There is only one training I would definitely like to participate 14 8 

There are 2–4 trainings I would definitely like to participate 26 14 

There are 5–9 trainings I would definitely like to participate 34 18 

There are 10–14 trainings I would definitely like to participate 34 18 

I would definitely like to participate in all 16 trainings 21 11 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, Training Needs of Young Immigrants within European Countries, 

Szczecin–Belfast–Dublin–Santander–Avellino 2010, p. 61. 

In relation to training areas listed in the survey (these were trainings offer-

ing self improvement in such areas as: Communication & Social skills (beha-

vior-cultural misunderstandings); Going through qualification procedure, inter-

view, self-presentation, etc; Presentation skills; Carrier path creating (career 

orientation & job choice); Knowledge of training and vocational education 

structures & opportunities; Competition (by other equally skilled candidate 

workers); CV preparation; Teamwork skills (working in a team and communi-

cation-understanding with team members); Awareness of employment rights 

and obligations; Career orientation & job choice; Understanding of labor market 

needs and trends; Accessing information sources; Bureaucracy procedures; 

Wrong (high/low) expectations; Electronic tools for job search) 69% of immi-

grants want at least one training, and almost a half of the respondents (47%) 

wants to take at least 5 courses.  

The group which does not want to take any trainings at all consists of 31% 

of respondent. 

Another aspect in identifying training needs is the process of need recogni-

tion (compare Table 2). 
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Table 2  

How migrants identify their training needs 

Country Sources of information about trainings 

UK Majority of participants believed they came to a realization for the need for training 
themselves. Also friends already in training helped advise them on what training to 
pursue. 

Ireland Focus group participants sourced most of their information about training and options 
from the internet, from word of mouth and from FAS, the state employment and train-
ing agency. 

Poland The mentioned sources of information about trainings were rather limited: friends, 
family and other people they know and state offices, but also: announcements, web 
pages, press ads, smses from labor office, e-mails, media, etc.) . 

Italy One aspect that was highlighted by immigrants interviewed was the lack of an obser-

vatory that codes both competences expected by the local productive system and 
competences offered by people, in order to facilitate matching and thus contribute to 
the insertion and/or mobility process in local, economic, productive contexts. 

Spain Participants highlighted several information sources about training: national and non-
governmental organization dedicated to the social acceptance and integration of im-
migrant people in the region (Cantabria Acoge, Townhalls),employment services, In-
ternet, friends, centers for Adult Education 

Source:  FGI results, Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, 

K. Łobacz, op.cit., p. 62. 

As findings from Focus Group Interview indicate, even though immigrants 

show interest in trainings, this interest should be treated as a wish, not neces-

sarily as an action promise. This fact has to be taken into account when analyz-

ing decisions on trainings. Moreover, an explicit conclusion from the research is 

that previous training experience does not significantly influence willingness to 

engage in further education. 

 

Sources of information are dependent on national structures within coun-

tries, which seem to be perceived as useful and valuable by young migrants, on-

ly if national offices are sufficiently developed. They also look for help in Inter-

net and within social groups they belong (friends, family). It directly defines the 

delivery channels for training which should be employed to address the offer. 

There is a considerable group (39% of respondents) that does not know 

where to find information about trainings and courses and 43% of respondents 
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do not know where to take trainings (even if they find some information about 

them) – compare Table 3. 

Table 3 

Trainings awareness – finding information and taking trainings 

Do you know where to find information about trainings and 
courses? 

Frequency Percent 

Yes 113 61 

No 73 39 

Do you know where to take trainings and courses?   

Yes 106 57 

No 80 43 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 64–65. 

Unless a good communication system is delivered, those 39% of people 

that may have the need of taking trainings will be missed in actual execution of 

trainings. What is more, 43% of migrants do not even know about institutions 

providing trainings. 

The non EU immigrants are slightly better informed where to take a train-

ings. They slightly more often took part in trainings or courses improving their 

position on labor market and they are better informed about trainings and 

courses. The knowledge about finding information about training and courses 

varies among immigrants in different countries (compare Figure 1). 
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Fig. 1. Immigrants who know where to find information about trainings depending on 

host country 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 64. 

While most of immigrants in Ireland and Spain know where to take train-

ings or courses, most of immigrants in England, Italy and Poland do not know 

that. 

 

Knowing the possible trainings, migrants go through another stage of buy-

ing process, the evaluation of alternatives. There is a particular set of trainings 

attributes that migrants take into account during their evaluation. The Table 4 

presents the most important characteristics of training to be attractive for immi-

grants 
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Table 4 

How immigrants decide on training to undertake 

Country Reasons for undertaking trainings 

UK Reasons recognized: time, cost, family responsibilities, will the training provide with 
the essential skills needed, location of the training, accessibility, pace of the training 
and interest. Majority of the participants felt very strongly about the length and cost 

of the training. 

Ireland The three most important factors for them in choosing specific training are: career 
path, an interest in the particular subject, an enjoyment of the particular subject. 

Poland The most important factor is direct relation to professional development that will di-
rectly results in material benefits at work, certificates given after completing the train-
ings, time, money. 

Italy No answer 

Spain Three main aspects considered: whether participation makes finding a job easier, 
whether the training is free, whether the training is short and available as e-learning 
course. 

Source:  FGI results, Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, 

K. Łobacz, op.cit., p. 62. 

As indicated in Table 4, the most important characteristics of training to be 

attractive for immigrants are: 

- Benefits must be adequate to time and money invested. 

- Certification of knowledge and skills gained. 

- Training must be consistent with their interests. 

- Availability and flexibility. 

Efficient cost-benefit ratio in relation to amount of money and time de-

voted is one of the basic prerequisite of well addressed training. Training must 

enable them to get a job as soon as possible. According to FGI participants, in 

relation to money training is calculated like an investment: the more benefits it 

gives, the more they are willing to pay for that. However it concerns rather 

small amounts of money, as high cost of training is the essential reason for re-

signing from it. Cost is an important factor, especially because there is no im-

mediate income to be gained. Interviewed immigrants were strongly motivated 

to attend training as long as it was viable and met their career development 

needs. 

Other aspects important in the decision process of choosing trainings are 

such characteristics as time and duration of trainings. Consequently to their 

training needs declaration, young immigrants are in general willing to spend 

time for trainings (compare Table 5).  
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Table 5 

Amount of time that can be spend on improving job qualifications 

How much time can you spend on improving your job quali-

fications (in months)? 
Frequency Percent 

1 month 29 16 

2 months 26 14 

6 months 52 28 

12 months 35 19 

2 years 10 5 

3 years 7 4 

more than 3 years 27 15 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 63. 

58% of young migrants would agree for 6 months of trainings. However, 

they expect immediate benefits. They are ready to devote more time for training 

(1–3 years) only if the results they achieve are adequate. For personal develop-

ment trainings not longer than 6 months are recommended. 

 

One of the more important forms of trainings is nowadays the blended 

learning, which means some combination of traditional form of training and e-

learning.  

Many of the advantages and disadvantages of blended learning are well es-

tablished; its potential to support and enhance meaningful educational expe-

riences as well as to provide a cost – and resource-effective methodology has 

made it particularly appealing to a variety of organizations and institutions.
2
 

Because of the number of responsibilities of people living abroad in terms 

of earning money and family care, immigrants are unable to devote much time 

during the day for training (compare Table 6). 

                                                             
 2  P. Harris, J.F. Connolly, L. Feeney, Blended Learning: Overview and Recommendations for 
Successful Implementation, “Industrial and Commercial Training” 2009, 41 (3), p. 157. 
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Table 6 

Amount of hours during a day that can be spend on improving job qualifications 

How many hours during a day can you spend on courses or 

trainings improving your job qualifications (in hours)? 
Frequency Percent 

1 hour 22 12 

up to 2 hours 63 34 

up to 3 hours 61 33 

up to 5 hours 19 10 

up to 8 hours 14 8 

more than 8 hours 7 4 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 63. 

88% of young migrants would spend 2 hours a day on trainings. They are 

however not willing to spend half a day or a whole day for trainings: only 22% 

would agree for half-day training and 4% for whole-day training. This fact 

speaks in favors of blended learning, which offers more time flexibility than 

other forms of trainings. 

Even though almost half of the respondents claims unfamiliarity with on-

line trainings or courses, as the target group consists of rather young people, this 

should not be perceived as an important barrier (Table 7). 

Table 7  

Familiarity with on line training tools 

Are you familiar with on line training and courses through 
computer? 

Frequency Percent 

Yes 99 53 

No 87 47 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 65. 

Young migrants were asked about the most suitable form of training for 

them (Table 8). 
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Table 8  

The most suitable form of training 

What is the most suitable form of training for you? Frequency Percent* 

Traditional lectures and exercises 84 26 

Trainings and workshops 96 29 

Blended learning (partially traditional lectures and exercises; 
partially e-learning) 

69 21 

Trainings via internet (e-learning) 64 20 

Postal courses 9 3 

I do not know 6 2 

*Respondents could choose more than one answer, therefore the percentages do not sum into 

100%. 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 65. 

When adding together the blended learning and e-learning answers, the 

amount of 41% respondents is achieved. These are the people who prefer some 

sorts of online trainings. On the other hand, traditional lectures and exercises are 

the choice of 26% of them. Thus we claim that blended learning should not be 

perceived as a barrier in taking trainings. 

Immigrants express willingness to participate in trainings. Immigrants 

perceive training as a lifelong process, as it is the only way to develop career 

and sustain employment. In relation to soft skill training areas (trainings offer-

ing self improvement) 69% of immigrants want at least one training, and almost 

a half of the researched migrants (47%) wants to take at least 5 different 

courses. 

Most of migrants know where to find information about trainings, but 

there is a considerable group (39% of researched migrants) that does not know 

where to find information about trainings and courses and 43% of researched 

migrants does not know where to take trainings. 
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The most important characteristics of training to be attractive for immi-

grants are: 

- Benefits must be adequate to time and money invested. 

- Certification of knowledge and skills gained. 

- Training must be consistent with their interests. 

- Availability and flexibility. 

Migrants also perceive blended learning as suitable form of training deli-

very. It is particularly important information for state institutions offering train-

ings. The advantages of blended learning can be used for this group, therefore 

cost effectiveness can be applied.  
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Migranci stanowią pewną część rynku szkoleń. Są grupą docelową zarówno dla 

państwowych programów wspierających (takich jak np. projekt Pathways to Work ) jak 

i programów komercyjnych. Według niektórych badań jest to grupa, która jest gotowa 

podjąć szkolenia. To oznacza, że imigranci, zwłaszcza młodzi, mogą stać się istotnym 

segmentem dla wszystkich instytucji, które oferują szkolenia i kursy. Artykuł przedsta-

wia proces decyzyjnego przy podejmowaniu szkoleń przez imigrantów, ze szczególnym 

zwróceniem uwagi na blended learning. Zaprezentowano istotne cechy szkoleń, które 

sprawiają, że stają się one atrakcyjne dla imigrantów. 

Tłumaczyła Katarzyna Łobacz 



 

 

 company cannot serve everyone in broad markets, because the customers 

are too numerous and diverse in their buying requirements.
1
 This is why 

successful marketers look for specific market segments that they can serve more 

effectively. Instead of scattering their marketing efforts (a “shotgun” approach), 

they will be able to focus on the buyers whom they have the greatest chance of 

satisfying (a “rifle” approach).
2
 

Similar approach was taken during the Pathways to Work project. The at-

tempt was made to segment the target group for project – young migrants. The 

paper presents the executed procedure of segmentation, research and outcomes. 

There are five main segments presented, each with individual characteristics. 

There are also conclusions presented regarding targeting each of the identified 

segments.  

                                                             
 1  J. Perenc (ed.), Podstawy marketingu. Problemy na dziś i na jutro, Wydawnictwo Naukowe 
Uniwersytetu Szczecińskiego, Szczecin 2008. 

 2  Ph. Kotler, Marketing Management, Millenium Edition (Tenth Edition), Prentice-Hall, Inc. 
2002, p. 143. 
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Target marketing requires marketers to take three major steps: (1) Identify 

and profile distinct groups of buyers who might require separate products or 

marketing mixes (market segmentation); (2) select one or more market seg-

ments to enter (market targeting); and (3) establish and communicate the prod-

ucts‟ key distinctive benefits in the market (market positioning).
3
 

Market segments can be built up in many ways. According to Ph. Kotler 

marketers usually use a three-step procedure for identifying market segments: 

1. Survey stage. The researcher conducts exploratory interviews and focus 

groups to gain insight into customer motivations, attitudes, and behavior. 

Then the researcher prepares a questionnaire and collects data on attributes 

and their importance ratings, brand awareness and brand ratings, product-

usage patterns, attitudes toward the product category, and respondents‟ de-

mographics, geographic, psychographics, and mediagraphics. 

2. Analysis stage. The researcher applies factor analysis to the data to remove 

highly correlated variables, and then applies cluster analysis to create a spe-

cified number of maximally different segments. 

3. Profiling stage. Each cluster is profiled in terms of its distinguishing atti-

tudes, behavior, demographics, psychographics, and media patterns, and then 

each segment is given a name based on its dominant characteristic.  

The presented three-step procedure has been applied in the Pathways to 

Work project in order to find segments for targeting training offers for young 

migrants. Several segments for training participation have been distinguished on 

the basis of data gathered. They reflect specific characteristics of groups which 

are potentially receivers of proposed training courses. The indication of “client” 

segments is used to better address the content of courses as well as the way how 

they will be delivered. 

 

During the FGI one of the findings pointed towards using the willingness 

to take soft skills trainings as a factor for segmentation. We should admit the 

                                                             
 3  G. Rosa (ed.), Marketing. Materiały do ćwiczeń, Wydawnictwo C.H. BECK, Warszawa 
2011. 
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fact that some of immigrants do not want to take such trainings no matter the 

quality of them. On the other hand there exists the need for soft skills trainings 

among some immigrants so there is actual demand for such trainings. Having 

this in mind the attempt has been made in order to select those respondents who 

are willing to take trainings. In this analysis only those respondents who want to 

take trainings (regardless of which ones) are analyzed – these were 68 people 

out of 186 (37%).  

Main differences between immigrants who are part of this segment 

and average respondent are as follows. This group is less satisfied with their 

job than average respondent (compare Table 1). 

Table 1 

Comprehension of job satisfaction between all respondents  

and the group who wants to take trainings 

Are you satisfied by your cur-
rent job? 

ALL RESPONDENTS 
RESPONDENTS WHO WANT 

TO TAKE TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 41 31 10 19 

Yes, partially 56 42 24 46 

No 36 27 18 35 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, Training Needs of Young Immigrants within European Countries, 

Szczecin–Belfast–Dublin–Santander–Avellino 2010, p. 66. 

This group believes that their current job is less corresponding to their 

education level (compare Table 2). 

Table 2 

Comprehension of job correspondence to the education level between all respondents 

and the group who wants to take trainings 

Is your job or the last job you 
had, corresponding to your 

education level? 

ALL RESPONDENTS 
RESPONDENTS WHO WANT 

TO TAKE TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 45 34 13 25 

Yes, partially 33 25 14 27 

No 55 41 24 47 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 67. 
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This group has a bit less often taken trainings before than average respon-

dents, they are worse informed about trainings and are not familiar with on-line 

trainings (which does not mean they do not want to take one; they just have not 

tried it yet) – compare Table 3. 

Table 3 

Comprehension of various factors concerning trainings perception 

between all respondents and the group who wants to take trainings 

Have you ever taken trainings 
or courses improving your 
position on labor market? 

ALL RESPONDENTS 
RESPONDENTS WHO WANT 

TO TAKE TRAININGS 

Frequency Percent Frequency Percent 

Yes 102 55 32 47 

No 84 45 36 53 

     

Do you know where to find 
information about trainings 

and courses? 

ALL RESPONDENTS 
RESPONDENTS WHO WANT 

TO TAKE TRAININGS 

Frequency Percent Frequency Percent 

yes 113 61 33 49 

no 73 39 35 51 

     

Do you know where to take 
training or a course? 

ALL RESPONDENTS 
RESPONDENTS WHO WANT 

TO TAKE TRAININGS 

Frequency Percent Frequency Percent 

yes 106 57 30 44 

no 80 43 38 56 

     

Are you familiar with on line 
training and courses through 

computer? 

ALL RESPONDENTS 
RESPONDENTS WHO WANT 

TO TAKE TRAININGS 

Frequency Percent Frequency Percent 

yes 99 53 27 40 

no 87 47 41 60 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 67. 

There is a group, rather significant considering their number (68 people 

out of 186 – 37%), which definitely wants to take trainings, even regardless the 

subject. They are the first segment the trainings can be targeted to. The ba-

sic characteristic of the group is as follows: they are less satisfied with their cur-

rent job than average and more often believe that their job is not corresponding 

to their level of education. They more often than average met difficulties on la-
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bor market. They have less knowledge than average about where to find infor-

mation about trainings. 

What seems to be the case in this group is the need for well targeted 

information. The message should stress the possibility of possessing better, 

more suitable for education jobs after completing the training, which will 

provide more satisfaction.  

In general, one can state that there is a good market and a real need for 

trainings: more than 1/3 of respondents who claim that they definitely want to 

take some training.  

 

As opposite to those immigrants who want to take trainings, the segment 

that is not willing to take trainings has been analyzed. The attempt has been 

made in order to select those respondents who are not willing to take train-

ings. In this analysis only those respondents who do not want to take trainings 

(regardless of which ones) are analyzed. 

Main differences between immigrants who do not want to take train-

ings and average respondent are as follows. This group does either does have 

a regular full time job, or no job at all (Table 4). 

Table 4 

Comprehension of job status between all respondents 

and the group who does not want to take trainings 

Do you have a job right now? 
ALL RESPONDENTS 

RESPONDENTS WHO DO 
NOT WANT TO TAKE 

TRAININGS 

Frequency Percent Frequency Percent 

Yes, regular full time 84 45 8 73 

Yes, regular part time 31 17 0 0 

Yes, casual 15 8 0 0 

No, I do not have a job 55 30 3 27 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 68. 



106 Europa Regionum XV (2012) 

 

This group is rather satisfied with their job (Table 5). 

Table 5 

Comprehension of job satisfaction between all respondents 

and the group who does not want to take trainings 

Are you satisfied by your cur-
rent job? 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT WANT TO TAKE 
TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 41 31 6 75 

Yes, partially 56 42 2 25 

No 36 27 0 0 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 68. 

What is more, most of this group believe that their job is corresponding to 

their education level (Table 6). 

Table 6 

Comprehension of job correspondence to the education level between all respondents 

and the group who does not want to take trainings 

Is your job or the last job you 
had, corresponding to your 

education level? 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT WANT TO TAKE 
TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 45 34 5 63 

Yes, partially 33 25 0 0 

No 55 41 3 38 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 68. 

The segment which does not want to take trainings is relatively very small 

(6% of the total group). They possess a good job and they are satisfied with 

their jobs. They are usually young and well educated. They more often than rest 

of the group have taken trainings before, and are well-oriented about where to 

find and take trainings. They have at least high school diploma and most of 

them is less than 30 years old. When asked about meeting perceived barriers, 

the most popular answers were “never”, which is in opposite to the general re-
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searched population. In other words they do not struggle on the labor mar-

ket, which makes them no target for the trainings. 

The most important conclusion drown from this analysis is the fact that 

they constitute only 6% of the total population. In other words 94% of the re-

search group wants to or considers taking some training. 

 

An important issue in taking the trainings from the immigrant point of 

view is the matter of time that has to be spent on trainings. We may state a hy-

pothesis that not having a job may result in at least two effects: such immigrants 

are more willing to take trainings and they have more time for trainings. The at-

tempt has been made in order to select those respondents who do not have a 

job at all. 

Main differences between immigrants who do not have a job and av-

erage respondent are as follows: This group less often than average came for 

economical reasons and more often for family reasons (Table 7). It may indicate 

that some of them are not willing to have a job at all (as they e.g. stay at home) 

– compare Table 8. This is however the case of maximally 31% of the group. 

Table 7 

Comprehension of reason for immigration between all respondents 

and the group who does not have a job 

What were the reasons of 
immigration from your coun-

try of origin? 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT HAVE A JOB 

Frequency Percent Frequency Percent 

Political 30 12 14 18 

Economical (money) 113 45 30 38 

Family 37 15 17 22 

Repatriation 0 0 0 0 

Religion 4 2 2 3 

Educational 45 18 10 13 

Other 23 9 6 8 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 69. 
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Table 8  

Comprehension of migration between all respondents 

and the group who does not have a job 

Have you come alone or with 
your family? 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT HAVE A JOB 

Frequency Percent Frequency Percent 

I have come alone 107 58 38 69 

I have come with my 
wife/husband/partner 

55 30 7 13 

I have come with my family 
(wife/husband/partner and 
children) 

23 12 10 18 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 69. 

As for the barriers on the labor market this group in most cases does not 

differ significantly from the average population (though usually their answers 

are few percent more for “often” and “sometimes” options). The one significant 

difference is the barrier named as Teamwork skills (working in a team and 

communication-understanding with team members) – Table 9. 

Table 9 

Comprehension of employment barrier perception between all respondents 

and the group does not have a job 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Teamwork skills (working in 

a team and communication-
understanding with team 

members) 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT HAVE A JOB 

Frequency Percent Frequency Percent 

Often 39 22 19 36 

Sometimes 37 21 11 21 

Rarely 46 26 6 11 

Never 57 32 17 32 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 70. 

Considering the training needs the group in most cases does not differ sig-

nificantly from the average population. The two noticeable differences are: the 

group more often than average wants to take part in training from teamwork 
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skills (78% comparing to 69% average) and Electronic tools for job search 

(64% comparing to 58% average) – Table 10. 

Table 10 

Comprehension of training needs between all respondents 

and the group who does not have a job 

Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Teamwork skills (working in 
a team and communication-

understanding with team 
members) 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT HAVE A JOB 

Frequency Percent Frequency Percent 

Definitely yes 72 40 27 50 

Rather yes 53 29 15 28 

Rather not 34 19 7 13 

Definitely not 12 7 2 4 

I do not know 9 5 3 6 

     

Electronic tools for job search 
ALL RESPONDENTS 

RESPONDENTS WHO DO 
NOT HAVE A JOB 

Frequency Percent Frequency Percent 

Definitely yes 60 33 22 42 

Rather yes 44 24 12 23 

Rather not 31 17 5 9 

Definitely not 30 17 9 17 

I do not know 15 8 5 9 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 70. 

This group is less familiar with online trainings – compare Table 11. 

Table 11 

Comprehension of familiarity with online trainings between all respondents 

and the group who does not want to take trainings 

Are you familiar with on line 
training and courses through 

computer? 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT HAVE A JOB 

Frequency Percent Frequency Percent 

Yes 99 53 22 40 

No 87 47 33 60 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 70. 
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This group claims to have more time for trainings. 29% of them agree to 

spend 8 hours a day for training and 53% agree to spend 5 hours a day, while 

these numbers for general population are 12% and 22% (Table 12). 

Table 12 

Comprehension of declared time for training between all respondents 

and the group who does not have a job 

How many hours during a 
day can you spend on courses 
or trainings improving your 

job qualifications (in hours)? 

ALL RESPONDENTS 
RESPONDENTS WHO DO 

NOT HAVE A JOB 

Frequency Percent Frequency Percent 

1 hour 22 12 1 2 

up to 2 hours 63 34 9 16 

up to 3 hours 61 33 16 29 

up to 5 hours 19 10 13 24 

up to 8 hours 14 8 12 22 

more than 8 hours 7 4 4 7 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 71. 

The segment consists of 55 persons, which means 30% of the total group 

(186 persons). Surprisingly, among this group no stronger perception of barriers 

on labor market can be observed. What is more, among this group no stronger 

willingness for training can be observed (with the exception of teamwork skills: 

78% comparing to 69% average and Electronic tools for job search: 64% com-

paring to 58% averages). On the other hand, they do not want trainings less than 

average. 

What seems to be the case in this group is the action aimed at realiza-

tion of the importance of training. The message should stress the possibility 

of getting a good job after completing the training.  

General conclusion about this segment: Not having a job seems not to 

be a strong enough motivator for taking trainings. Some other aspects have to 

be taken into consideration. This is however an important segment for trainings.  
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An important motivator for taking the trainings from the immigrant point 

of view may be the lack of satisfaction from their current job. It has been proven 

in the analysis of segments one and two. In segment one, those who want to 

take trainings were less satisfied form their job than average. On the contrary in 

segment two, which consists of those who do not want to take trainings, the sa-

tisfaction from job was higher than average. Thus an attempt has been made in 

order to select those respondents who are not satisfied with their jobs. 

Main differences between immigrants who are not satisfied by their 

job and average respondent are as follows. This group more often than aver-

age came alone (Table 12). 

Table 12 

Comprehension of migration between all respondents 

and the group who is not satisfied by their jobs 

Have you come alone or with 
your family? 

ALL RESPONDENTS 

RESPONDENTS WHO ARE 

NOT SATISFIED BY THEIR 
JOB 

Frequency Percent Frequency Percent 

I have come alone 107 58 26 72 

I have come with my 
wife/husband/partner 

55 30 7 19 

I have come with my family 

(wife/husband/partner and 
children) 

23 12 3 8 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 72. 

This group more often than average believes that their jobs do not corres-

pond to their education level (Table 13). 
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Table 13 

Comprehension of job correspondence to the education level between all respondents 

and the group who is not satisfied by their jobs 

Is your job or the last job you 
had, corresponding to your 

education level? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Yes, fully 45 34 3 8 

Yes, partially 33 25 3 8 

No 55 41 30 83 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 72. 

This group more often than average faces barriers on labor market. As a 

consequence, the group wants to take trainings more or as much as average res-

pondents – compare Table 14. 

Table 14 

Comprehension of training needs between all respondents 

and the group who is not satisfied by their jobs 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Wrong (high/low) expecta-
tions 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 54 30 12 36 

Rather yes 59 33 17 52 

Rather not 25 14 3 9 

Definitely not 19 11 1 3 

I do not know 21 12 0 0 

 

Career orientation & job 
choice 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 61 34 13 39 

Rather yes 60 34 12 36 

Rather not 29 16 5 15 

Definitely not 18 10 3 9 

I do not know 10 6 0 0 
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Understanding of labor mar-
ket needs and trends 

ALL RESPONDENTS 

RESPONDENTS WHO ARE 

NOT SATISFIED BY THEIR 
JOB 

Frequency Percent Frequency Percent 

Definitely yes 69 39 16 50 

Rather yes 50 28 9 28 

Rather not 29 16 5 16 

Definitely not 12 7 1 3 

I do not know 16 9 1 3 

 

Awareness of employment 
rights and obligations 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 72 40 15 43 

Rather yes 53 29 12 34 

Rather not 29 16 6 17 

Definitely not 15 8 1 3 

I do not know 13 7 1 3 

 

Competition (by other equal-
ly skilled candidate workers) 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 66 37 13 39 

Rather yes 60 34 12 36 

Rather not 22 12 5 15 

Definitely not 13 7 2 6 

I do not know 17 10 1 3 

 

Presentation skills 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 83 48 13 43 

Rather yes 49 28 10 33 

Rather not 18 10 3 10 

Definitely not 12 7 2 7 

I do not know 12 7 2 7 

 

Communication & Social 
skills (behavior-cultural mi-

sunderstandings) 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 80 45 16 48 

Rather yes 62 35 15 45 

Rather not 16 9 1 3 

Definitely not 13 7 1 3 

I do not know 8 4 0 0 
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Teamwork skills (working in 
a team and communication-

understanding with team 
members) 

ALL RESPONDENTS 

RESPONDENTS WHO ARE 

NOT SATISFIED BY THEIR 
JOB 

Frequency Percent Frequency Percent 

Definitely yes 72 40 15 45 

Rather yes 53 29 9 27 

Rather not 34 19 7 21 

Definitely not 12 7 1 3 

I do not know 9 5 1 3 

 

CV preparation 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 75 41 17 49 

Rather yes 52 29 12 34 

Rather not 17 9 2 6 

Definitely not 24 13 4 11 

I do not know 13 7 0 0 

 

Knowledge of training and 
vocational education struc-

tures & opportunities 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 80 45 17 52 

Rather yes 46 26 12 36 

Rather not 24 14 3 9 

Definitely not 16 9 1 3 

I do not know 10 6 0 0 

 

Electronic tools for job search 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 60 33 14 40 

Rather yes 44 24 14 40 

Rather not 31 17 4 11 

Definitely not 30 17 3 9 

I do not know 15 8 0 0 

 

Bureaucracy procedures 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
NOT SATISFIED BY THEIR 

JOB 

Frequency Percent Frequency Percent 

Definitely yes 68 39 15 45 

Rather yes 46 26 9 27 

Rather not 26 15 6 18 

Definitely not 21 12 3 9 

I do not know 15 9 0 0 
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Going through qualification 
procedure, interview, self-

presentation, etc 

ALL RESPONDENTS 

RESPONDENTS WHO ARE 

NOT SATISFIED BY THEIR 
JOB 

Frequency Percent Frequency Percent 

Definitely yes 83 46 21 58 

Rather yes 56 31 12 33 

Rather not 18 10 3 8 

Definitely not 9 5 0 0 

I do not know 13 7 0 0 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 72–74. 

There is a considerable group that consists of 19% of the total group, 

which is not satisfied with their current job. This group also more often than av-

erage believes that their jobs do not correspond to their education level. They 

more often than average need trainings from Wrong (high/low) expectations; 

Knowledge of training and vocational education structures & opportunities; 

Electronic tools for job search; Accessing information sources. The last two are 

connected with the fact that they have less knowledge than average about where 

to find information about trainings. The most wanted trainings by this group are 

(Communication & Social skills (behavior-cultural misunderstandings) – (94% 

of respondents); Going through qualification procedure, interview, self-

presentation, etc (92% of respondents); Knowledge of training and vocational 

education structures & opportunities (88% of respondents); Accessing informa-

tion sources (88% of respondents). 

What seems to be the case in this group is the need for well targeted 

information. The message should stress the possibility of increasing satis-

faction form the job.  

General conclusion Even though the information seeking trainings are 

less often chosen as preferable by average respondents, there is a group that 

considers them to be important. That is, among others, the group with lower sa-

tisfaction from the job.  
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As not being satisfied from the job can be a trigger for taking trainings it 

may be hypothesized that the opposite situation – being satisfied from the job 

can drive respondents away from trainings. In order to verify that an attempt has 

been made in order to select those respondents who are satisfied with their 

jobs. 

Main differences between immigrants who are satisfied by their job 

and average respondent are as follows. 

This group more often came with partner and/or family (Table 15). 

Table 15  

Comprehension of migration between all respondents 

and the group who is satisfied by their jobs 

Have you come alone or with 
your family? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

I have come alone 107 58 16 39 

I have come with my 
wife/husband/partner 

55 30 21 51 

I have come with my family 
(wife/husband/partner and 

children) 

23 12 4 10 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 75. 

This group more often than average posses regular, full time job (Table 

16). 
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Table 16 

Comprehension of employment status between all respondents 

and the group who is satisfied by their jobs 

Do you have a job right now? 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Yes, regular full time 84 45 34 83 

Yes, regular part time 31 17 6 15 

Yes, casual 15 8 1 2 

No, I do not have a job 55 30 0 0 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 75. 

This group more often than average believes that their jobs correspond to 

their education level (Table 17). 

Table 17 

Comprehension of job correspondence to the education level between all respondents 

and the group who is satisfied by their jobs 

Is your job or the last job you 
had, corresponding to your 

education level? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Yes, fully 45 34 27 66 

Yes, partially 33 25 7 17 

No 55 41 7 17 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 75. 

This group less than average meets barriers on labor market. The training 

needs of the group vary (compare Table 18). 

Table 18 

Comprehension of training needs between all respondents 

and the group who is satisfied by their jobs 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Wrong (high/low) expecta-

tions 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 54 30 11 28 

Rather yes 59 33 10 25 
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Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Wrong (high/low) expecta-
tions 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Rather not 25 14 6 15 

Definitely not 19 11 8 20 

I do not know 21 12 5 13 

 

Career orientation & job 
choice 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 61 34 13 33 

Rather yes 60 34 9 23 

Rather not 29 16 7 18 

Definitely not 18 10 9 23 

I do not know 10 6 2 5 

 

Understanding of labor mar-
ket needs and trends 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 69 39 9 23 

Rather yes 50 28 15 38 

Rather not 29 16 6 15 

Definitely not 12 7 4 10 

I do not know 16 9 5 13 

 

Awareness of employment 
rights and obligations 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 72 40 8 20 

Rather yes 53 29 18 45 

Rather not 29 16 7 18 

Definitely not 15 8 5 13 

I do not know 13 7 2 5 

 

Competition (by other equal-
ly skilled candidate workers) 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 66 37 12 30 

Rather yes 60 34 12 30 

Rather not 22 12 5 13 

Definitely not 13 7 6 15 

I do not know 17 10 5 13 

 

Presentation skills 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 83 48 18 45 

Rather yes 49 28 11 28 

Rather not 18 10 4 10 

Definitely not 12 7 5 13 
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Presentation skills 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

I do not know 12 7 2 5 

 

Communication & Social 
skills (behavior-cultural mi-

sunderstandings) 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 80 45 17 43 

Rather yes 62 35 12 30 

Rather not 16 9 3 8 

Definitely not 13 7 6 15 

I do not know 8 4 2 5 

 

Teamwork skills (working in 
a team and communication-

understanding with team 
members) 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 72 40 10 25 

Rather yes 53 29 11 28 

Rather not 34 19 10 25 

Definitely not 12 7 6 15 

I do not know 9 5 3 8 

 

CV preparation 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 75 41 10 25 

Rather yes 52 29 11 28 

Rather not 17 9 7 18 

Definitely not 24 13 9 23 

I do not know 13 7 3 8 

 

Knowledge of training and 
vocational education struc-

tures & opportunities 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 80 45 15 38 

Rather yes 46 26 7 18 

Rather not 24 14 8 20 

Definitely not 16 9 8 20 

I do not know 10 6 2 5 

 

Electronic tools for job search 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 
SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 60 33 9 23 

Rather yes 44 24 6 15 

Rather not 31 17 9 23 

Definitely not 30 17 10 25 

I do not know 15 8 6 15 
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Bureaucracy procedures 
ALL RESPONDENTS 

RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 68 39 12 30 

Rather yes 46 26 8 20 

Rather not 26 15 9 23 

Definitely not 21 12 6 15 

I do not know 15 9 5 13 

 

Going through qualification 

procedure, interview, self-
presentation, etc. 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 83 46 14 35 

Rather yes 56 31 11 28 

Rather not 18 10 8 20 

Definitely not 9 5 3 8 

I do not know 13 7 4 10 

 

Carrier path creating (career 

orientation & job choice) 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 69 39 11 28 

Rather yes 62 35 12 30 

Rather not 18 10 7 18 

Definitely not 16 9 6 15 

I do not know 14 8 4 10 

 

Accessing information 
sources 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Definitely yes 64 36 9 22 

Rather yes 52 29 8 20 

Rather not 26 15 12 29 

Definitely not 20 11 7 17 

I do not know 16 9 5 12 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 75–77. 

This group have more often taken training before than average, they also 

more often than average know where to find information about trainings, where 

to take trainings and they are more familiar with on line courses (Table 19). 



 Joanna Markiewicz, Leszek Gracz: The attempt to segmentation … 121 

 

Table 19 

Comprehension of trainings experiences between all respondents 

and the group who is satisfied by their jobs 

Have you ever taken trainings 
or courses improving your 
position on labor market? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Yes 102 55 29 71 

No 84 45 12 29 

     

Do you know where to find 
information about trainings 

and courses? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Yes 113 61 32 78 

No 73 39 9 22 

     

Do you know where to take 
training or a course? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Yes 106 57 30 73 

No 80 43 11 27 

     

Are you familiar with on line 
training and courses through 

computer? 

ALL RESPONDENTS 
RESPONDENTS WHO ARE 

SATISFIED WITH THEIR JOB 

Frequency Percent Frequency Percent 

Yes 99 53 33 80 

No 87 47 8 20 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 78. 

There is a considerable group that is satisfied with their current job. The 

group consists of 41 persons, which means 22% of the total group (186 per-

sons). 

This group more often than average came with partner and/or family; more 

often than average posses regular, full time job; more often than average be-

lieves that their jobs correspond to their education level; less often than average 

meets barriers on labor market. 

The training need of this group vary. Some of the trainings are as preferred 

as for the rest of the population, while some are less preferred.
4
 Their most pre-

                                                             
 4  The methodology applied in this case is as follows: if the summed answers for “definitely 

yes” and “rather yes” for all respondents and selected respondents differ no more than 5%, it is 
assumed, that the needs of the group for particular training are similar to the general population. If 
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ferred trainings are Communication & Social skills (behavior-cultural misun-

derstandings) and Presentation skills (73% of respondents answered either “def-

initely yes” or “rather yes”). Other preferred training are: Awareness of em-

ployment rights and obligations; Going through qualification procedure, inter-

view, self-presentation, etc. Understanding of labor market needs and trends. 

The least preferred are Electronic tools for job search and Accessing informa-

tion sources. 

This group have more often taken training before than average, they also 

more often than average know where to find information about trainings, where 

to take trainings and they are more familiar with on line courses. 

General conclusion: The most important conclusion is the fact that even 

those satisfied with their job still see a need for trainings. However, their 

needs slightly differ from the average respondent. As this group is more aware 

of training opportunities than average, it may be the case that they will be in fact 

first participants of our trainings.  

The presented segments differ significantly. Thus marketing actions di-

rected towards each segment should be prepared accordingly.  

For migrants, who definitely want to take some trainings, is the need for 

well targeted information. They are less satisfied with their current job than av-

erage and more often believe that their job is not corresponding to their level of 

education. They more often than average met difficulties on labor market. They 

have less knowledge than average about where to find information about train-

ings. Thus the message should stress the possibility of possessing better, more 

suitable for education jobs after completing the training, which will provide 

more satisfaction. 

In the case of immigrant segment which constitutes of people who do not 

have a job no stronger perception of barriers on labor market can be observed. 

What is more, among this group no stronger willingness for training can be ob-

served. Thus the required action should be aimed at realization of the impor-

                                                                                                                                                     

the summed answers for “definitely yes” and “rather yes” for all respondents and selected respon-
dents differ more than 15%, it is assumed, that the needs of the group for particular training are 

different to the general population. In rest of the cases we cannot state if there is a statistically va-
lid difference. 



 Joanna Markiewicz, Leszek Gracz: The attempt to segmentation … 123 

 

tance of training. The message should stress the possibility of getting a good job 

after completing the training. 

In the case of the segment of immigrants who are not satisfied with their 

current job, even though the information seeking trainings are less often chosen 

as preferable by average respondents, there is a group that considers them to be 

important. This group also more often than average believes that their jobs do 

not correspond to their education level. The actions towards this group should 

stress the possibility of increasing satisfaction form the job after taking train-

ings. 

Immigrants who are satisfied with their current job can also be the segment 

for trainings. This group more often than average came with partner and/or fam-

ily; more often than average posses regular, full time job; more often than aver-

age believes that their jobs correspond to their education level; less often than 

average meets barriers on labor market. This group have more often taken train-

ing before than average, they also more often than average know where to find 

information about trainings, where to take trainings and they are more familiar 

with on line courses. 

The group of immigrants who want to take trainings are mainly those who 

do not struggle on the labor market, which usually makes them no target market 

for the basic soft skills trainings. They require much more advanced offer.  
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W projekcie „Pathways to Work” została podjęta próba segmentacji młodych mi-

grantów w zakresie grup mogących być zainteresowanych szkoleniami. Artykuł przed-

stawia zastosowaną w projekcie procedurę segmentacji, przeprowadzone w tym zakre-

sie badania oraz ich wyniki. Dokonana zostaje charakterystyka pięciu głównych seg-

mentów. 

Tłumaczył Leszek Gracz 

 



 

 

he research conducted for the purpose of Pathways to Work project proved 

that there is a need for trainings among immigrants. A considerable part of 

them is willing to take the trainings provided in the form of blended learning 

and/or e-learning. The objective of the paper is presentation of the recommenda-

tions for better adjustments of Pathways to Work‟s trainings modules to the 

needs of potential participants. 

According to the conducted research about 1/3 of immigrants potentially 

want to take training modules as proposed in the projects. This is a considerable 

part of immigrants and creates a good and a large enough group for lunch of the 

project. Beside, group of immigrants seems to be convergent in terms of natio-

nality and host country, their training needs and barriers perceived seems to be 

similar, what indicates possibility to address similar training programs for im-

migrants in all countries involved. 

 

What is common for each module is the fact that respondents potentially 

interested in them have worse knowledge of where to find information and take 
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trainings. Therefore the effective channels for reaching the immigrants should 

be determined. 

Immigrants perceive no problems in use of computer based electronic 

tools. What is also important is the fact that they perceive on-line trainings quite 

similar as average respondent (what indicates that blended learning may by a 

good way of providing trainings for them).  

Another common aspect is the fact that in each module potentially inter-

ested respondents perceive more barriers that average. Thus presenting trainings 

as a way of overcoming barriers on labor market seems like a good strategy. 

Another aspect found out in FGI research is the fact that there is a consi-

derable part of immigrants who may be interested in entrepreneurship/ starting 

own business trainings. As this is not the part of the project the modules should 

not be completely oriented towards this need; however some aspects may be in-

cluded. 

There are five modules for Pathways to work project prepared, which are:  

- Module 1: Building Personal Confidence & Self Awareness 

- Module 2: Developing Teamwork & Communications Skills 

- Module 3: Know your Employment Rights 

- Module 4: Career Preparation 

- Module 5: Job Search Skills & Interview techniques. 

The potential number of immigrants that may be especially willing to take 

part in each module is presented in Table 1. 

Table 1 

The potential number of immigrants that may be interested in each module 

Module 
Percent of immigrants potentially inter-

ested in trainings from the module 

Module 1: Building Personal Confidence & Self 
Awareness  

24 

Module 2: Developing Teamwork & Communica-
tions Skills 

32 

Module 3: Know your Employment Rights 45 

Module 4: Career Preparation 32 

Module 5: Job Search Skills & Interview techniques 28 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, Training Needs of Young Immigrants within European Countries, 

Szczecin–Belfast–Dublin–Santander–Avellino 2010, p. 79. 
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There is a considerable number of immigrants that may be interested in 

each module. It seems that the module “Know your Employment Rights” is the 

most interesting for immigrants, while “Building Personal Confidence & Self 

Awareness” is least preferred module. Therefore guidelines and recommenda-

tions for each module should be provided and combined with identified seg-

ments, which may need the skills and knowledge delivered in the module. 

The first aspect that can be visible when comparing the modules with most 

preferred and least preferred trainings is that many of them were mentioned by 

respondents as least preferred (namely Electronic tools for job search, Bureau-

cracy procedures, Career orientation & job choice, Accessing information 

sources, Teamwork skills (working in a team and communication-understanding 

with team members). On the other hand, immigrants generally want to take 

trainings. That is why it is important to understand that even though these were 

not the most preferable trainings, there still is a considerable part of immigrants 

who would want to take those trainings. 

 

The attempt to identify the group which may be particularly interested in 

this module has been made. The general assumption was made that these are 

people who lack (to a different extend) personal confidence and self awareness. 

Therefore for analyzing this module criteria for choosing the group were as fol-

lows: 

- the immigrants who perceived competition on the labor market (by other 

equally skilled candidate workers) both as a barrier and as a training they 

would like to attend; 

- the immigrants who do not believe that the job they would like to have is a 

realistic expectation; 

- in this process the group of 44 immigrants (24% of total group) has been 

created. 

It is a group of immigrants, who: 

- more often migrated to the host country alone (without 

wife/husband/partner/children) than average (which may indicate that staying 

with family/partners/friends is a factor increasing personal confidence);  

- they often have a casual job (which may be a reason for their lack of personal 

confidence);  
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- they are more unsatisfied by their current job than average;  

- they perceive more often than average respondents such barriers as: lack of 

knowledge of training and vocational education structures & opportunities, 

bureaucracy procedures, going through qualification procedure, interview, 

self-presentation; 

- they have poor knowledge of where to find information about trainings and 

courses; 

- there are more females than males in this group; 

What is also important is the fact that they perceive on-line trainings quite 

similar as average respondent (what indicates that blended learning may by a 

good way of receiving trainings for them)  

As FGI research indicates, as well as many other sources, the immigrants 

suffer from discrimination on the labor market. As we have to realize that we 

are not able to change this situation in a short time, we have to think about the 

ideas of getting over it. We believe that One possible solution for discrimination 

may be to build personal confidence and self awareness by empowering immi-

grant workers through knowledge and awareness of their condition and potential 

of improvement, which can help in dealing with discrimination and moving 

forward.  

Therefore, the most important part in this module should include dealing 

with discrimination in the workplace, ways to face it and available remedies. It 

goes noted that in view of the current situation in employment, self-organizing 

around trade union and workers‟ associations, even on an ethnic or industry ba-

sis may prove to be a key factor in empowering immigrant workers and raise 

self confidence and translucence in the workplace and the labor market. 

As the selected group is rather unsatisfied with their current job, which is 

often casual one, the promotion message should stress the possibility of getting 

more satisfaction from a better job after accomplishing the module.  

The selected group is willing to take trainings but they do not know where 

to find information about trainings and courses. Therefore the information 

should be well targeted to reach this group.  

The data indicating the mentioned characteristic of potential participants of 

this module is presented in tables 2 to 7.  
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Table 2 

Comparison of an average respondent and the group that may need personal confidence 

and self awareness trainings in the area of staying abroad alone or with family 

Have you come alone or with 
your family? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

I have come alone 107 58 31 70 

I have come with my 

wife/husband/partner 
55 30 9 20 

I have come with my family 
(wife/husband/partner and 
children) 

23 12 4 9 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 81. 

Potential participants of this module more often migrated to the host coun-

try alone (without wife/husband/partner/children) than average (which may in-

dicate that staying with family/partners/friends is a factor increasing personal 

confidence). 

Table 3 

Comparison of an average respondent and the group that may need personal confidence 

and self awareness trainings in the area of having a job 

Do you have a job right now? 
ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Yes, regular full Time 84 45 17 39 

Yes, regular part time 31 17 9 20 

Yes, casual 15 8 8 18 

No, I do not have a job 55 30 10 23 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 81. 

Potential participants of this module often have a casual job (which may be 

a reason for their lack of personal confidence). 
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Table 4 

Comparison of an average respondent and the group that may need personal confidence 

and self awareness trainings in the area of satisfaction from their current job 

Are you satisfied by your cur-
rent job? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 41 31 5 14 

Yes, partially 56 42 15 42 

No 36 27 16 44 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 82. 

Potential participants of this module are more unsatisfied by their current 

job than average. 

Table 5 

Comparison of an average respondent and the group that may need personal confidence 

and self awareness trainings in barrier perception 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Knowledge of training and 

vocational education struc-
tures & opportunities 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Often 50 28 19 45 

Sometimes 46 26 10 24 

Rarely 44 25 7 17 

Never 38 21 6 14 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 82. 

Potential participants of this module perceive more often than average res-

pondents several barriers, among which such barrier as: lack of knowledge of 

training and vocational education structures & opportunities. 
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Table 6  

Comparison of an average respondent and the group that may need personal confidence 

and self awareness trainings in training information awareness 

Do you know where to find 
information about trainings 

and courses? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Yes 113 61 18 41 

No 73 39 26 59 

 

Do you know where to take a 
training or a course? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Yes 106 57 20 45 

No 80 43 24 55 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 82. 

Potential participants of this module have poor knowledge of where to find 

information about trainings and courses. 

Table 7 

Comparison of gender of an average respondent and the group that may need personal 

confidence and self awareness trainings 

Gender 
ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Female 90 48 29 66 

Male 96 52 15 34 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 83. 

In potential participants of this module there are more females than males. 
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The attempt to identify the group which may be particularly interested in 

this module has been made. The general assumption was made that these are 

people who want to develop their teamwork and communications skills. There-

fore for analyzing this module criteria for choosing the group were as follows: 

- the immigrants who perceived communication and social skills (behavior-

cultural misunderstandings) as an important barrier and would like to take a 

training to overcome this barrier; 

- the immigrants who perceived teamwork skills (working in a team and com-

munication-understanding with team members) as an important barrier and 

would like to take a training to overcome this barrier. 

In this process the group of 59 immigrants (32% of total group) has been 

created. 

It is a group of immigrants, who: 

- less often than average have a job, 

- generally perceives more barriers than average, 

- have lower education than average. 

What is also important is the fact that they perceive on-line trainings quite 

similar as average respondent (what indicates that blended learning may by a 

good way of receiving trainings for them).  

Another important aspect is that immigrants who do not have a job are es-

pecially willing to take communication skills trainings (78% comparing to 69% 

average). It is also the most wanted trainings by those who are not satisfied with 

their job – in this group the training communication & social skills (behavior-

cultural misunderstandings) is preferred by 94% of respondents. Also those who 

are satisfied by their job claim Communication & Social skills (behavior-

cultural misunderstandings) as one of their most preferred trainings (73% of 

respondents). 

As the selected group less often than average have a job, the importance of 

teamwork and communications skills for having a good job should be pre-

sented.  
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This group is rather unsatisfied with their current job, which is often casual 

one; therefore the promotion message should stress the possibility of getting 

more satisfaction from a better job after accomplishing the module.  

The selected group is willing to take trainings but they do not know where 

to find information about trainings and courses. Therefore the information 

should be well targeted to reach this group.  

The selected group has slightly lower education than average. Therefore as 

important recommendation is to keep the language and exercises on the accept-

able for average educated people level. 

Tables 8 to 10 present differences between immigrants who may need de-

veloping teamwork and communications skills trainings and the average res-

pondent are presented below. 

Table 8  

Comparison of an average respondent and the group that may need developing team-

work and communications skills trainings in employment status 

Do you have a job right now? 
ALL RESPONDENTS 

THE GROUP THAT MAY 

NEED DEVELOPING 
TEAMWORK AND 

COMMUNICATIONS SKILLS 
TRAININGS 

Frequency Percent Frequency Percent 

Yes, regular full Time 84 45 20 34 

Yes, regular part time 31 17 12 20 

Yes, casual 15 8 6 10 

No, I do not have a job 55 30 21 36 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 84. 

Potential participants of this module less often than average have a job. 
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Table 9 

Comparison of an average respondent and the group that may need developing team-

work and communications skills trainings in knowledge about trainings and courses 

Do you know where to find 
information about trainings 

and courses? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED DEVELOPING 
TEAMWORK AND 

COMMUNICATIONS SKILLS 
TRAININGS 

Frequency Percent Frequency Percent 

Yes 113 61 25 42 

No 73 39 35 58 

 

Do you know where to take a 
training or a course? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED PERSONAL 

CONFIDENCE AND SELF 
AWARENESS TRAININGS 

Frequency Percent Frequency Percent 

Yes 106 57 23 38 

No 80 43 37 62 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 84. 

Potential participants of this module generally perceive more barriers than 

average, among them knowledge where to take training or a course. 

Table 10 

Comparison of an average respondent and the group that may need developing team-

work and communications skills trainings in education background 

What is the highest level of 
education you have com-

pleted? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED DEVELOPING 
TEAMWORK AND 

COMMUNICATIONS SKILLS 
TRAININGS 

Frequency Percent Frequency Percent 

Elementary or less 3 2 2 3 

Basic vocational education 
(not a University education) 

31 16 20 31 

High School 69 37 21 32 

Bachelor Degree 34 18 12 18 

Master Degree or higher 49 26 5 8 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 84–85. 
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Potential participants of this module have lower education than average. 

They have completed basic vocational education or high school. 

 

The attempt to identify the group which may be particularly interested in 

this module has been made. The general assumption was made that these are 

people who want to extend their knowledge about employment rights. Therefore 

for analyzing this module criteria for choosing the group were as follows: 

- the immigrants who perceived “awareness of employment rights and obliga-

tions” as an important barrier and would like to take a training to overcome 

this barrier. 

In this process the group of 83 immigrants (45% of total group) has been 

created. 

It is a group of immigrants, who: 

- is more unsatisfied with their current job than average; 

- definitely needs trainings about going through qualification procedure 

(which may indicate that employment rights are not only perceived as rights 

of someone who is already employed but also rights of someone who applies 

for a job). 

What is also important is the fact that they perceive on-line trainings quite 

similar as average respondent (what indicates that blended learning may by a 

good way of receiving trainings for them). 

As the selected group less of the often than average have a job, the impor-

tance of knowing the employment rights for having a good job should be pre-

sented.  

The FGI proved significant differences between countries concerning the 

law, institutions, etc. Therefore there should be an adjusted version for each 

country prepared. 

The content of the module should include not only rights of the employees 

but also legal aspects of applying for a job. It should particularly include leg-

islation in force, notions and procedures related to provide basis for filing a 

complaint against discrimination (for indemnity, sanction or restoration of 
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rights). A common set for minimum norms on anti-discrimination and le-

gal/petition and self-organizing tools could be provided. Such norms (e.g. di-

rect/indirect discrimination, shift of the burden of proof, multiple discrimina-

tion, positive discrimination etc.), deriving from EU Directives, are common be-

tween EU countries and may provide substantial empowerment to workers. Po-

tential victims of discrimination in the workplace. 

Tables 11 and 12 present differences between immigrants who may need 

employment rights trainings more than the average respondent are presented be-

low. 

Table 11  

Comparison of an average respondent 

and the group that may need employment right trainings in job satisfaction 

Are you satisfied by your cur-
rent job? 

ALL RESPONDENTS 
THE GROUP THAT MAY 
NEED EMPLOYMENT 
RIGHTS TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 41 31 10 17 

Yes, partially 56 42 31 52 

No 36 27 19 32 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 86. 

Potential participants of this module are more unsatisfied with their current 

job than average. 
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Table 12 

Comparison of an average respondent 

and the group that may need employment right trainings in trainings needs 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Going through qualification 
procedure, interview, self-

presentation, etc. 

ALL RESPONDENTS 
THE GROUP THAT MAY 
NEED EMPLOYMENT 
RIGHTS TRAININGS 

Frequency Percent Frequency Percent 

Definitely yes 83 46 52 65 

Rather yes 56 31 23 29 

Rather not 18 10 2 3 

Definitely not 9 5 1 1 

I do not know 13 7 2 3 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 86. 

Potential participants of this module definitely need trainings about going 

through qualification procedure (which may indicate that employment rights are 

not only perceived as rights of someone who is already employed but also rights 

of someone who applies for a job). 

 

The attempt to identify the group which may be particularly interested in 

this module has been made. The general assumption was made that these are 

people who seek knowledge about how to prepare their carrier. Therefore for 

analyzing this module criteria for choosing the group were as follows: 

- the immigrants who perceived: “career orientation & job choice” and “carrier 

path creating (career orientation & job choice)” as important barriers and 

would like to take a trainings to overcome these barriers. 

In this process the group of 60 immigrants (32% of total group) has been 

created. 

It is a group of immigrants, who: 

- much more often migrated to the host country alone (without 

wife/husband/partner/children) than average, 

- is more unsatisfied with their current job than average, 

- more often than average believe that their current job does not correspond to 

their education level, 
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- much more often than average perceive as a barrier Understanding of labor 

market needs and trends. 

Besides from conclusions basing on the fact that these are respondents who 

much more often migrated to the host country alone (without 

wife/husband/partner/children) than average and are more unsatisfied with their 

current job than average (which draws the same conclusion as in previous mod-

ules), some more recommendation can be made.  

Especially respondents who may be willing to take trainings in career 

preparation are also willing in taking trainings in understanding labor market 

needs and trends. Thus this is the part that should be included in the module. 

As the barrier “Understanding of labor market needs and trends” is recog-

nized by the respondents from this module, some aspects of labor market needs 

and trends should be included in the content. 

Tables 13–16 present differences between immigrants who may need car-

rier preparation trainings more than the average respondent are presented below. 

Table 13 

Comparison of an average respondent 

and the group that may need carrier preparation trainings in migration company 

Have you come alone or with 
your family? 

ALL RESPONDENTS 

THE GROUP THAT MAY 

NEED CARRIER 
PREPARATION TRAININGS 

Frequency Percent Frequency Percent 

I have come alone 107 58 45 75 

I have come with my 
wife/husband/partner 

55 30 12 20 

I have come with my family 

(wife/husband/partner and 
children) 

23 12 3 5 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 87. 

Potential participants of this module much more often migrated to the host 

country alone (without wife/husband/partner/children) than average – 75%, 

while only 5% admit to have family in the host country. 
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Table 14 

Comparison of an average respondent 

and the group that may need carrier preparation trainings in employment satisfaction 

Are you satisfied by your cur-
rent job? 

ALL RESPONDENTS 
THE GROUP THAT MAY 

NEED CARRIER 
PREPARATION TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 41 31 8 19 

Yes, partially 56 42 18 42 

No 36 27 17 40 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 87. 

Potential participants of this module are more unsatisfied with their current 

job than average – 40% compared to 27% respectively. 

Table 15 

Comparison of an average respondent and the group that may need 

carrier preparation trainings in job correspondence to the education 

Is your job or the last job you 

had, corresponding to your 
education level? 

ALL RESPONDENTS 

THE GROUP THAT MAY 

NEED CARRIER 
PREPARATION TRAININGS 

Frequency Percent Frequency Percent 

Yes, fully 45 34 8 19 

Yes, partially 33 25 13 30 

No 55 41 22 51 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 88. 

Potential participants of this module more often than average believe that 

their current job does not correspond to their education level. 
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Table 16  

Comparison of an average respondent 

and the group that may need carrier preparation trainings in barriers perception 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Understanding of labor mar-
ket needs and trends 

ALL RESPONDENTS 
THE GROUP THAT MAY 

NEED CARRIER 
PREPARATION TRAININGS 

Frequency Percent Frequency Percent 

Often 40 22 24 43 

Sometimes 51 28 24 43 

Rarely 52 29 6 11 

Never 37 21 2 4 

 

Going through qualification 
procedure, interview, self-

presentation, etc 

ALL RESPONDENTS 
THE GROUP THAT MAY 

NEED CARRIER 

PREPARATION TRAININGS 

Frequency Percent Frequency Percent 

Often 46 26 29 52 

Sometimes 56 32 20 36 

Rarely 41 23 6 11 

Never 34 19 1 2 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 88. 

Potential participants of this module more often than average perceive as a 

barrier Understanding of labor market needs and trends. They more often than 

average perceive as a barrier Going through qualification procedure, interview, 

self-presentation, etc. 

 

The attempt to identify the group which may be particularly interested in 

this module has been made. The general assumption was made that these are 

people who seek various job search skills and interviews techniques. Therefore 

for analyzing this module criteria for choosing the group were as follows: 

- the immigrants who perceived: “CV preparation” “Electronic tools for job 

search” and “going through interview procedure” as important barriers and 

would like to take a trainings to overcome these barriers. 

In this process the group of 52 immigrants (28% of total group) has been 

created. 
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It is a group of immigrants who  

- much more often migrated to the host country alone (without 

wife/husband/partner/children) than average;  

- much more often than average perceive as a barrier Understanding of labor 

market needs and trends. 

Another aspect is that immigrants who do not have a job are more willing 

to take electronic tools for job search (64% comparing to 58% average) 

As in the case of other modules, the lack of satisfaction from job is an im-

portant element for this module. For these respondents Going through qualifica-

tion procedure, interview, self-presentation, etc (92% of respondents); Know-

ledge of training and vocational education structures & opportunities (88% of 

respondents); Accessing information sources (88% of respondents) are ones of 

the most wanted trainings. 

Besides from conclusions basing on the fact that these are respondents who 

much more often migrated to the host country alone (without 

wife/husband/partner/children) than average and are more unsatisfied with their 

current job than average (which draws the same conclusion as in previous mod-

ules), some more recommendation can be made.  

Especially respondents who may be willing to take trainings in career 

preparation are also willing in taking trainings in understanding labor market 

needs and trends (as it happen in module 4). Thus this is the part that should be 

included in the module. However an attention should be paid not to double the 

content in those two modules. 

Tables 17 and 18 present differences between immigrants who may need 

Job Search Skills & Interview techniques trainings more than the average res-

pondent are combined below.  
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Table 17 

Comparison of an average respondent and the group that may need job search skills 

and interview techniques trainings in migration company 

Have you come alone or with 
your family? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED JOB SEARCH SKILLS & 

INTERVIEW TECHNIQUES 
TRAININGS 

Frequency Percent Frequency Percent 

I have come alone 107 58 36 69 

I have come with my 

wife/husband/partner 
55 30 11 21 

I have come with my family 
(wife/husband/partner and 
children) 

23 12 5 10 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 89.  

Potential participants of this module much more often migrated to the host 

country alone (without wife/husband/partner/children) than average, however 

over 30% of them declare to have relatives living in host country as well – it 

may influence economic status, both positively and negatively). 

Table 18  

Comparison of an average respondent and the group that may need job search skills 

and interview techniques trainings in training information awareness 

Do you know where to find 
information about trainings 

and courses? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED JOB SEARCH SKILLS & 

INTERVIEW TECHNIQUES 
TRAININGS 

Frequency Percent Frequency Percent 

Yes 113 61 18 35 

No 73 39 34 65 

 

Do you know where to take 
training or a course? 

ALL RESPONDENTS 

THE GROUP THAT MAY 
NEED JOB SEARCH SKILLS & 

INTERVIEW TECHNIQUES 
TRAININGS 

Frequency Percent Frequency Percent 

Yes 106 57 16 31 

No 80 43 36 69 

Source:  Questionnaire Survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 89–90. 
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Potential participants of this module have very poor knowledge of where 

to find information and take trainings. 

The five modules of the online course of Pathways to Work project have 

been prepared according to specification presented in the paper. Authors believe 

that applied methodology – analysis of characteristic of potential target group 

for module and application of achieved results for adjusting training pro-

grammes to identified needs – is a proper approach for preparation of learning 

materials.  

The impact for further research on the subject and recommendations for 

similar trainings are especially the need to properly target the information for 

the selected groups. The specific recommendations are formulated as follows: 

In the area of “Building Personal Confidence & Self Awareness” the 

most important part in this module should include dealing with discrimination 

in the workplace, ways to face it and available remedies. 

In the area of “Developing Teamwork & Communications Skills” the 

importance of teamwork and communications skills for having a good job 

should be presented. The direct link between teamwork and communications 

skills and increased possibility of acquiring a better job should be the headline 

message in communicating this training to the target group.  

In the area of “Know your Employment Rights” there are significant dif-

ferences between countries concerning the law, institutions, etc. Therefore there 

should be an adjusted version for each country (and sometimes even a region) 

prepared. The content of the module should include not only rights of the em-

ployees but also legal aspects of applying for a job. It should particularly in-

clude legislation in force, notions and procedures related to provide basis for fil-

ing a complaint against discrimination (for indemnity, sanction or restoration of 

rights.) 

In the area of “Career Preparation” the crucial part that should be in-

cluded in the module is understanding labor market needs and trends. Based on 

the research interested in this module are especially those, who are not satisfied 

in their current job. Ways of reaching other groups should be also prepared. 

In the area of “Job Search Skills & Interview techniques” especially 

respondents who may be willing to take trainings in career preparation are also 
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willing in taking trainings in understanding labor market needs and trends (as it 

happen in module 4). Thus this is the part that should be included in the module. 

However an attention should be paid not to double the content in those two 

modules. 

Bellante D., Kogut C.A., Language ability, US labor market experience and the earn-

ings of immigrants, “International Journal of Manpower” 1998, Vol. 19, No. 5.  

Borjas G.J., Freeman R.B., Katz L.F., Searching for the effect of immigration on the la-

bor market, “The American Economic Review” 86. 2, May 1996. 

Park J., Mayers D., Intergenerational mobility in the post-1965 immigration era: esti-

mates by an immigrant generation cohort method, Demography 47. 2, May 2010. 

Pathways to Work Project Research Report: P. Niedzielski, L. Gracz, K. Łobacz, Train-

ing Needs of Young Immigrants within European Countries, Szczecin–Belfast–

Dublin–Santander–Avellino 2010. 

Sales R., Understanding Immigration and Refugee Policy: Contradictions and Conti-

nuities, Bristol: Policy Press 2007. 

Na podstawie badań przeprowadzonych na potrzeby projektu „Pathways to work” 

około 1/3 migrantów jest potencjalnie zainteresowanych podjęciem treningów propo-

nowanych w programie. Artykuł przedstawia kierunki dostosowania modułów szkole-

niowych do zidentyfikowanych potrzeb szkoleniowych badanych migrantów. Istotnym 

aspektem jest również względna homogeniczność potrzeb szkoleniowych migrantów 

w badanych krajach, co pozwala na kierowanie podobnych programów szkoleniowych 

(z niewielkimi modyfikacjami) dla różnych krajów. 

Tłumaczył Leszek Gracz 

 



 

 

or the purpose of Pathways to Work project a research on young migrants 

in chosen European Countries was conducted. The paper presents the cho-

sen differences between migrants in five European countries: England, Ireland, 

Italy, Poland and Spain. There are five main parts of the paper. The first part 

presents similarities between countries. The second part presents differences, 

which are visible in data analysis but are not significant statistically. It is often 

the case that one country only differs from others. They are referred to as “slight 

differences”. The third part presents differences that are significant statistically. 

The fourth and fifth parts present differentiation of migrants in the aspects of 

perception of barriers on labor market and willingness to participate in training. 

It should be stated at the beginning that the researched group of immi-

grants generally seems to be convergent considering their training needs and 

barriers perceived. The identified differences are not decisive in terms of train-

ing needs. It indicates the possibility to address similar training programs for 

immigrants in all countries involved. 
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The reasons for migration were similar in each researched country. For 

each country the most important reason for immigration was economical (mon-

ey) – compare Table 1. 

Table 1 

Reasons of immigration from your country of origin 

What were the reasons of 
immigration from your 

country of origin? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Political 13% 10% 14% 11% 20% 

Economical (money) 47% 44% 48% 33% 50% 

Family 27% 8% 29% 33% 13% 

Repatriation 0% 0% 0% 0% 0% 

Religion 3% 1% 10% 0% 0% 

Educational 10% 24% 0% 22% 7% 

Other 0% 13% 0% 0% 10% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, Training Needs of Young Immigrants within European Countries, 

Szczecin–Belfast–Dublin–Santander–Avellino 2010, p. 103. 

Economical reasons (money) were the cause of migration in 33–50% of re-

searched migrants. 

The Table 2 presents the intention of staying in or leaving the host country. 

Table 2 

Intention of staying in or leaving the host country 

Do you intend to change 
the country and go to 

another one, or do you in-
tend to stay in this country? 

ENGLAND IRELAND ITALY POLAND SPAIN 

I intend to leave to another 
country 

19% 32% 38% 43% 18% 

I intend to stay in this 
country 

81% 68% 62% 57% 82% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 103. 

Generally researched immigrants intend to stay in the country where they 

were during the time of the researched. The small exception may be Poland 
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where only 57% researched immigrants intend to stay in this country, compar-

ing to 62–82% in other countries. 

Other similarities are: 

- The researched immigrants generally migrated alone – this group is domi-

nant in each researched country. 

- Considering the level of satisfaction from job it differs among countries, but 

in each country most of immigrants are either unsatisfied or only partially sa-

tisfied from their job. 

- The perceived barriers on the labor market are generally quite similar 

regardless the country. 

- The common thing in all countries is the fact, that in each of the researched 

group of immigrant there are considerable amounts of people, who would 

like to take some trainings. 

- There are no significant differences between countries considering the time 

immigrants can spend on improving their job qualifications. 

- There are no significant differences between countries considering the num-

ber of hours a day immigrants can spend on trainings improving their job  

qualifications (compare Table 3).  

Table 3  

Amount of time migrants are willing to spend on improving job qualifications  

How much time can you 
spend on improving your 

job qualifications (in 
months)? 

ENGLAND IRELAND ITALY POLAND SPAIN 

1 hour 5% 19% 0% 0% 0% 

up to 2 hours 52% 31% 29% 50% 23% 

up to 3 hours 19% 29% 57% 29% 45% 

up to 5 hours 10% 8% 5% 21% 18% 

up to 8 hours 14% 8% 10% 0% 0% 

more than 8 hours 0% 4% 0% 0% 14% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 114. 

The majority of migrants agree to spend up to three hours a day on training 

(43% to 77%).  
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The researched immigrants generally migrated alone – this group is domi-

nant in each researched country. The smaller part of them migrated with 

wife/husband/partner/children. There are some differences between countries in 

this case (Table 4).  

Table 4 

Migrants who migrated with and without their family 

Have you come alone or 
with your family? 

ENGLAND IRELAND ITALY POLAND SPAIN 

I have come alone 48% 50% 76% 64% 86% 

I have come with my 
wife/husband/partner 

38% 37% 14% 21% 5% 

I have come with my fami-
ly (wife/husband/partner 
and children) 

14% 13% 10% 14% 9% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 103. 

The two countries where more immigrants came with 

wife/husband/partner/children are England and Ireland (52% and 50%). The 

country with the biggest amount of immigrants who migrated alone is Spain 

(86%). 

The level of immigrants‟ optimism for the change of their situation on the 

labor market is rather high (Table 5).  

Table 5 

General level of optimism among migrants‟ plans for a better job 

Do you think this is a rea-

listic expectation? 
ENGLAND IRELAND ITALY POLAND SPAIN 

Yes 71% 62% 30% 57% 77% 

No 5% 11% 15% 14% 9% 

I don‟t know 24% 27% 55% 29% 14% 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 104. 
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The one exception form the high level of optimism is Italy, where only 

30% of immigrants believe that their dream job is a realistic expectation (com-

paring to 57–77% in other countries). 

Considering the correspondence of education level to the possessed job, in 

each country most of immigrants believe that their job is either not correspond-

ing or only partially corresponding to their education level (Table 6).  

Table 6 

Correspondence of job to migrant‟s education level 

Is your job or the last job 
you had, corresponding to 

your education level? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Yes, fully 29% 40% 0% 44% 50% 

Yes, partially 43% 25% 21% 22% 0% 

No 29% 35% 79% 33% 50% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 104. 

The highest amount of immigrants that believe that their education fully 

corresponds with their job is Spain (50% comparing to 0–44% in other coun-

tries). The highest amount of immigrants that believe that their education does 

not correspond with their job is Italy (79% comparing to 29–50% in other coun-

tries). 

Considering the level of satisfaction from job it differs among countries, 

but in each country most of immigrants are either unsatisfied or only partially 

satisfied from their job (Table 7).  

Table 7 

Level of migrants‟ satisfaction by current job 

Are you satisfied by your 
current job? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Yes, fully 14% 44% 0% 0% 33% 

Yes, partially 71% 36% 32% 78% 33% 

No 14% 20% 68% 22% 33% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 104. 
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The highest amount of immigrants fully satisfied with their job is Ireland 

(44% comparing to 0–33% in other countries). The highest amount of immi-

grants not satisfied with their job is in Italy (68% compared to 14–33% in other 

countries). 

There are no significant differences between countries considering the time 

immigrants can spend on improving their job qualifications.  

Table 8 

Amount of time migrants are willing to spend on training 

How much time can you 
spend on improving your 

job qualifications 
(in months)? 

ENGLAND IRELAND ITALY POLAND SPAIN 

1 month 5% 15% 38% 7% 14% 

2 months 14% 11% 33% 7% 14% 

6 months 38% 24% 19% 36% 41% 

12 months 24% 20% 10% 21% 14% 

2 years 10% 6% 0% 7% 0% 

3 years 5% 5% 0% 0% 5% 

More than 3 years 5% 19% 0% 21% 14% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 114. 

One exception in time immigrants can spend on improving their job quali-

fications may be Italy, where the majority of immigrants would agree to spend 

no more than 2 months on trainings. 

 

The much diversified aspect is unemployment between migrants in re-

searched countries. The matter of unemployment is quite diversified (Table 9). 

Table 9 

Unemployment level of researched migrants 

Do you have a job right 
now? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Yes, regular full time 24% 62% 24% 29% 18% 

Yes, regular part time 29% 13% 33% 29% 0% 

Yes, casual 14% 5% 19% 7% 9% 
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Do you have a job right 

now? 
ENGLAND IRELAND ITALY POLAND SPAIN 

No, I do not have a job 33% 21% 24% 36% 73% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 103. 

The country where the biggest amount researched immigrants do not have 

a job is Spain (73% compared to 21–36% in other countries). The country with 

highest amount of immigrants having a regular, full time job is Ireland (62% 

compared to 18–24% in other countries). 

The experience in trainings varies among immigrants in different countries 

(Table 10).  

Table 10 

Migrants‟ experience in trainings 

Have you ever taken train-

ings or courses improving 
your position on labor  

market? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Yes 19% 64% 48% 43% 59% 

No 81% 36% 52% 57% 41% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 114. 

While most of immigrants in England have not taken any trainings or 

courses before, most of immigrants in Ireland and Spain have taken some train-

ing. 

The knowledge about finding information about training and courses va-

ries among immigrants in different countries (Table 11).  
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Table 11 

Level of migrants‟ knowledge of trainings 

Do you know where to find 

information about trainings 
and courses? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Yes 19% 76% 29% 29% 77% 

No 81% 24% 71% 71% 23% 

Do you know where to take 
a training or a course? 

ENGLAND IRELAND ITALY POLAND SPAIN 

Yes 14% 69% 24% 29% 86% 

No 86% 31% 76% 71% 14% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 114. 

While most of immigrants in Ireland and Spain know where to take train-

ings or courses, most of immigrants in England, Italy and Poland do not know 

that. 

The familiarity with online training varies among immigrants in different 

countries (Table 12).  

Table 12 

Familiarity with online trainings 

Are you familiar with on 
line training and courses 

through computer? 
ENGLAND IRELAND ITALY POLAND SPAIN 

Yes 19% 73% 33% 29% 23% 

No 81% 27% 67% 71% 77% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 115. 

With the exception of Ireland most of immigrants are not familiar with on-

line courses or trainings. 

The preferences concerning the most suitable for of trainings vary among 

immigrants in different countries (Table 13).  
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Table 13 

Preferences of training‟s form 

What is the most suitable 

form of training for you? 
ENGLAND IRELAND ITALY POLAND SPAIN 

Traditional lectures and ex-
ercises 

3% 27% 43% 0% 33% 

Trainings and workshops 26% 26% 29% 50% 44% 

Blended learning (partially 
traditional lectures and ex-
ercises; partially  

e-learning) 

48% 19% 0% 29% 19% 

Trainings via internet  
(e-learning) 

23% 22% 24% 14% 3% 

Postal courses 0% 4% 0% 7% 0% 

I do not know 0% 2% 5% 0% 0% 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 115. 

Depending on the country 20–71% of immigrants indicated form of train-

ings with the use of internet as the most suitable for them. 

 

The perceived barriers on the labor market are generally quite similar 

regardless the country. There are however some exceptions. The country 

where the highest amount of immigrants believe that “Wrong (high/low) expec-

tations” are an important barriers is in Poland (57% comparing to 11–24% in 

other countries). 

The barrier named as “Carrier path creating (career orientation & job 

choice)” is seen differently in each country (Table 14). 
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Table 14 

Perception of barrier: “carrier path creating (career orientation & job choice)” 

Do you consider that the following have affected negatively your past job search and work expe-

rience? 

Career orientation & job 
choice 

ENGLAND IRELAND ITALY POLAND SPAIN 

Often 14% 12% 5% 14% 23% 

Sometimes 48% 29% 65% 71% 23% 

Rarely 33% 33% 20% 14% 18% 

Never 5% 26% 10% 0% 36% 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 105. 

Although this barrier is seen differently in each country, in every research 

place there is a considerable amount of immigrants who perceives the barrier as 

important. 

The perception of the barrier named “understanding of labor market needs 

and trends” is seen differently in each country (Table 15). 

Table 15 

Perception of barrier: “understanding of labor market needs and trends” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Understanding of labor 
market needs and trends 

ENGLAND IRELAND ITALY POLAND SPAIN 

Often 81% 10% 22% 29% 23% 

Sometimes 14% 29% 50% 43% 14% 

Rarely 5% 37% 28% 21% 18% 

Never 0% 25% 0% 7% 45% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 105. 

The country where the highest amount of immigrants believes that “Un-

derstanding of labor market needs and trends” is an important barrier is in Eng-

land (81% comparing to 10–29% in other countries). 

The perception of the barrier “Awareness of employment rights and obli-

gations” is seen differently in each country (Table 16). 
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Table 16 

Perception of barrier: “awareness of employment rights and obligations” 

Do you consider that the following have affected negatively your past job search and work expe-

rience? 

Awareness of employment 
rights and obligations 

ENGLAND IRELAND ITALY POLAND SPAIN 

Often 95% 11% 15% 46% 32% 

Sometimes 0% 26% 65% 8% 9% 

Rarely 0% 29% 15% 31% 14% 

Never 5% 33% 5% 15% 45% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 105. 

The country where the highest amount of immigrants believes that 

“Awareness of employment rights and obligations” is an important barrier is in 

England (95% comparing to 11–46% in other countries). 

The perception of the barrier “Competition (by other equally skilled candi-

date workers)”is seen differently in each country (Table 17). 

Table 17 

Perception of barrier: competition (by other equally skilled candidate workers) 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Competition (by other 
equally skilled candidate 

workers) 
ENGLAND IRELAND ITALY POLAND SPAIN 

Often 81% 25% 26% 29% 32% 

Sometimes 10% 39% 53% 36% 5% 

Rarely 5% 19% 16% 29% 18% 

Never 5% 16% 5% 7% 45% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 106. 

The country where the highest amount of immigrants believes that “Com-

petition (by other equally skilled candidate workers)” is an important barrier is 

in England (81% comparing to 25–32% in other countries). 

The perception of the barrier “Presentation skills” is seen differently in 

each country (Table 18). 
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Table 18 

Perception of barrier: presentation skills 

Do you consider that the following have affected negatively your past job search and work expe-

rience? 

Presentation skills ENGLAND IRELAND ITALY POLAND SPAIN 

Often 71% 19% 24% 7% 32% 

Sometimes 14% 33% 29% 43% 9% 

Rarely 14% 25% 35% 21% 18% 

Never 0% 23% 12% 29% 41% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 106. 

The country where the highest amount of immigrants believes that “Pres-

entation skills” is an important barrier is in England (71% comparing to 7–32% 

in other countries). 

The perception of the barrier “Communication & Social skills (behavior-

cultural misunderstandings)” is seen differently in each country (Table 19). 

Table 19 

Perception of barrier: “Communication & Social skills  

(behavior-cultural misunderstandings)” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Communication & Social 
skills (behavior-cultural 

misunderstandings) 
ENGLAND IRELAND ITALY POLAND SPAIN 

Often 67% 10% 44% 7% 23% 

Sometimes 24% 37% 50% 36% 18% 

Rarely 10% 28% 0% 21% 14% 

Never 0% 25% 6% 36% 45% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 106. 

The country where the highest amount of immigrants who believe that 

“Communication & Social skills (behavior-cultural misunderstandings)” is an 

important barriers is in England (67% comparing to 7–44% in other countries). 

The perception of the barrier “Teamwork skills (working in a team and 

communication-understanding with team members)” is seen differently in each 

country (Table 20). 
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Table 20 

Perception of barrier: “Teamwork skills (working in a team 

and communication-understanding with team members)” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Teamwork skills (working 
in a team and communica-

tion-understanding with 
team members) 

ENGLAND IRELAND ITALY POLAND SPAIN 

Often 57% 10% 33% 15% 36% 

Sometimes 24% 18% 39% 15% 18% 

Rarely 14% 27% 22% 54% 18% 

Never 5% 45% 6% 15% 27% 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 107. 

The country where the highest amount of immigrants who believe that 

“Teamwork skills (working in a team and communication-understanding with 

team members)” is an important barriers is in England (57% comparing to 10–

36% in other countries). 

The perception of the barrier “CV preparation” is seen differently in each 

country (Table 21). 

Table 21 

Perception of barrier: “CV preparation” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

CV preparation ENGLAND IRELAND ITALY POLAND SPAIN 

Often 57% 10% 33% 15% 36% 

Sometimes 24% 18% 39% 15% 18% 

Rarely 14% 27% 22% 54% 18% 

Never 5% 45% 6% 15% 27% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 107. 

The country where the highest amount of immigrants who believe that 

“CV preparation” is an important barriers is in England (57% comparing to 8–

47% in other countries). 

The perception of the barrier “Knowledge of training and vocational edu-

cation structures & opportunities” is seen differently in each country (Table 22). 
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Table 22 

Perception of barrier:  

“Knowledge of training and vocational education structures & opportunities” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Knowledge of training and 
vocational education struc-

tures & opportunities 
ENGLAND IRELAND ITALY POLAND SPAIN 

Often 95% 12% 44% 36% 23% 

Sometimes 5% 28% 33% 29% 27% 

Rarely 0% 32% 22% 29% 14% 

Never 0% 28% 0% 7% 36% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 107. 

The country where the highest amount of immigrants who believe that 

“Knowledge of training and vocational education structures & opportunities” is 

an important barrier is in England (95% comparing to 12–44% in other coun-

tries). 

The perception of the barrier “Electronic tools for job search” is seen diffe-

rently in each country (Table 23). 

Table 23 

Perception of barrier: “Electronic tools for job search” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Electronic tools for job 
search 

ENGLAND IRELAND ITALY POLAND SPAIN 

Often 43% 4% 33% 21% 32% 

Sometimes 43% 20% 50% 21% 18% 

Rarely 10% 22% 11% 36% 0% 

Never 5% 54% 6% 21% 50% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 107. 

The two countries where about half of immigrants do not perceive Elec-

tronic tools for job search as a barrier on labor market are Ireland and Spain (54 

and 50% comparing to 5–21% in other countries). 

The perception of the barrier “Bureaucracy procedures” is seen differently 

in each country (Table 24). 
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Table 24 

Perception of barrier: “Bureaucracy procedures” 

Do you consider that the following have affected negatively your past job search and work expe-

rience? 

Bureaucracy procedures ENGLAND IRELAND ITALY POLAND SPAIN 

Often 86% 14% 31% 38% 18% 

Sometimes 14% 39% 44% 8% 27% 

Rarely 0% 25% 19% 38% 27% 

Never 0% 23% 6% 15% 27% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 107. 

The country where the highest amount of immigrants who believe that 

“Bureaucracy procedures” is an important barrier is in England (86% comparing 

to 14–38% in other countries). 

The perception of the barrier “Going through qualification procedure, in-

terview, self-presentation, etc.” is seen differently in each country (Table 25). 

Table 25 

Perception of barrier: 

“Going through qualification procedure, interview, self-presentation, etc.” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Going through qualification 
procedure, interview, self-

presentation, etc. 
ENGLAND IRELAND ITALY POLAND SPAIN 

Often 62% 13% 44% 50% 27% 

Sometimes 33% 35% 50% 8% 14% 

Rarely 5% 30% 6% 25% 23% 

Never 0% 23% 0% 17% 36% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 108. 

The barrier named as “Going through qualification procedure, interview, 

self-presentation, etc” is seen differently in each country, however in each of the 

researched country there is a considerable amount of immigrants who perceives 

the barrier as important. 

The perception of the barrier “Carrier path creating (career orientation & 

job choice)” is seen differently in each country (Table 26). 
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Table 26 

Perception of barrier: “Carrier path creating (career orientation & job choice)” 

Do you consider that the following have affected negatively your past job search and work expe-

rience? 

Carrier path creating (ca-
reer orientation & job 

choice) 
ENGLAND IRELAND ITALY POLAND SPAIN 

Often 48% 9% 13% 50% 23% 

Sometimes 48% 36% 69% 14% 23% 

Rarely 0% 31% 19% 21% 18% 

Never 5% 25% 0% 14% 36% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 108. 

The barrier named as “Carrier path creating (career orientation & job 

choice)” is seen differently in each country, however in each of the researched 

country there is a considerable amount of immigrants who perceives the barrier 

as important. 

The perception of the barrier “Accessing information sources” is seen dif-

ferently in each country (Table 27). 

Table 27 

Perception of barrier: “Accessing information sources” 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Accessing information 
sources 

ENGLAND IRELAND ITALY POLAND SPAIN 

Often 62% 8% 31% 50% 14% 

Sometimes 24% 37% 50% 21% 9% 

Rarely 10% 26% 19% 21% 27% 

Never 5% 30% 0% 7% 50% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 109. 

The barrier named as “Accessing information sources” is seen differently 

in each country, however in each of the researched country there is a considera-

ble amount of immigrants who perceives the barrier as important. 
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The common thing in all countries is the fact, that in each of the researched 

group of immigrant there are considerable amounts of people, who would like 

to take some trainings. In most of the cases the most enthusiastic for taking 

trainings were immigrants in England, while the most skeptical were immigrant 

in Spain and Poland.  

Willingness to participate in training offering improvement of “Wrong 

(high/low) expectations” differs in research countries (Table 28). 

Table 28 

Willingness to participate in training offering improvement 

of “Wrong (high/low) expectations” 

Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Wrong (high/low) expecta-
tions 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 52% 30% 6% 36% 27% 

Rather yes 38% 27% 82% 36% 18% 

Rather not 5% 17% 12% 14% 9% 

Definitely not 0% 14% 0% 7% 14% 

I do not know 5% 12% 0% 7% 32% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 109. 

Most of immigrants would definitely or rather would like to participate in 

training about “Wrong (high/low) expectations”. Depending on the country 

these are 45–90% of immigrants. 

Willingness to participate in training offering improvement of “Career 

orientation & job choice” differs in research countries (Table 29). 

Table 29 

Willingness to participate in training offering improvement 

of “Career orientation & job choice” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Career orientation & job 
choice 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 48% 32% 29% 29% 41% 
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Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Career orientation & job 
choice 

ENGLAND IRELAND ITALY POLAND SPAIN 

Rather yes 43% 35% 43% 36% 14% 

Rather not 5% 19% 29% 21% 5% 

Definitely not 5% 11% 0% 14% 14% 

I do not know 0% 4% 0% 0% 27% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 109. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Career orientation & job choice”. Depending on the country 

these are 56–91% of immigrants. 

Willingness to participate in training offering improvement of “Under-

standing of labor market needs and trends” differs in research countries (Table 

30). 

Table 30 

Willingness to participate in training offering improvement 

of “Understanding of labor market needs and trends” 

Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Understanding of labor 
market needs and trends 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 90% 29% 33% 29% 50% 

Rather yes 10% 37% 33% 21% 9% 

Rather not 0% 19% 27% 36% 0% 

Definitely not 0% 9% 0% 14% 5% 

I do not know 0% 7% 7% 0% 36% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 110. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Understanding of labor market needs and trends”. Depending 

on the country these are 59–100% of immigrants. 

Willingness to participate in training offering improvement of “Awareness 

of employment rights and obligations” differs in research countries (Table 31). 
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Table 31 

Willingness to participate in training offering improvement 

of “Awareness of employment rights and obligations” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Awareness of employment 
rights and obligations 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 95% 29% 33% 29% 50% 

Rather yes 5% 34% 44% 21% 23% 

Rather not 0% 21% 17% 21% 5% 

Definitely not 0% 8% 6% 21% 9% 

I do not know 0% 8% 0% 7% 14% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 110. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Awareness of employment rights and obligations”. Depend-

ing on the country these are 50–100% of immigrants. 

Willingness to participate in training offering improvement of “Competi-

tion” differs in research countries (Table 32). 

Table 32 

Willingness to participate in training offering improvement of “Competition” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Competition (by other 
equally skilled candidate 

workers) 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 81% 34% 22% 23% 32% 

Rather yes 14% 36% 56% 46% 18% 

Rather not 0% 14% 17% 8% 14% 

Definitely not 0% 9% 0% 15% 9% 

I do not know 5% 8% 6% 8% 27% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 110. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Competition”. Depending on the country these are 60–95% of 

immigrants. 

Willingness to participate in training offering improvement of “Presenta-

tion skills” differs in research countries (Table 33). 
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Table 33 

Willingness to participate in training offering improvement of “Presentation skills” 

Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Presentation skills ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 80% 43% 44% 43% 45% 

Rather yes 15% 34% 31% 36% 5% 

Rather not 5% 11% 13% 0% 18% 

Definitely not 0% 7% 0% 21% 9% 

I do not know 0% 5% 13% 0% 23% 

Source: Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 110. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Presentation skills”. Depending on the country these are 50–

95% of immigrants. 

Willingness to participate in training offering improvement of “Communi-

cation & Social skills (behavior-cultural misunderstandings)” differs in research 

countries (Table 34). 

Table 34 

Willingness to participate in training offering improvement 

of “Communication & Social skills (behavior-cultural misunderstandings)” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Communication & Social 
skills (behavior-cultural 

misunderstandings) 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 81% 41% 41% 29% 41% 

Rather yes 19% 36% 59% 36% 23% 

Rather not 0% 10% 0% 29% 9% 

Definitely not 0% 9% 0% 7% 14% 

I do not know 0% 5% 0% 0% 14% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 111. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Communication & Social skills (behavior-cultural misunders-

tandings)”. Depending on the country these are 64–100% of immigrants. 



 Piotr Niedzielski: Chosen differences between several EU countries… 165 

 

Willingness to participate in training offering improvement of “Teamwork 

skills” differs in research countries (Table 35). 

Table 35 

Willingness to participate in training offering improvement of “Teamwork skills” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Teamwork skills (working 
in a team and communica-

tion-understanding with 
team members) 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 76% 33% 35% 21% 55% 

Rather yes 19% 29% 47% 29% 27% 

Rather not 0% 22% 12% 50% 9% 

Definitely not 5% 10% 0% 0% 0% 

I do not know 0% 6% 6% 0% 9% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 111. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Teamwork skills (working in a team and communication-

understanding with team members)”. Depending on the country these are 50–

95% of immigrants. 

Willingness to participate in training offering improvement of “CV prepa-

ration” differs in research countries (Table 36). 

Table 36 

Willingness to participate in training offering improvement of “CV preparation” 

Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

CV preparation ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 76% 36% 44% 29% 41% 

Rather yes 19% 28% 50% 36% 18% 

Rather not 0% 12% 6% 0% 14% 

Definitely not 0% 17% 0% 36% 5% 

I do not know 5% 7% 0% 0% 23% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 111. 
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Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “CV preparation”. Depending on the country these are 59–95% 

of immigrants. 

Willingness to participate in training offering improvement of “Knowledge 

of training and vocational education structures & opportunities” differs in re-

search countries (Table 37). 

Table 37 

Willingness to participate in training offering improvement 

of “Knowledge of training and vocational education structures & opportunities” 

Would you like to participate in the trainings offering improvement of following skills and abili-

ties? 

Knowledge of training and 
vocational education struc-

tures & opportunities 
ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 100% 40% 38% 29% 36% 

Rather yes 0% 28% 44% 43% 18% 

Rather not 0% 16% 19% 14% 9% 

Definitely not 0% 12% 0% 7% 14% 

I do not know 0% 4% 0% 7% 23% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 112. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Knowledge of training and vocational education structures & 

opportunities”. Depending on the country these are 54–100% of immigrants. 

Willingness to participate in training offering improvement of “Electronic 

tools for job search” differs in research countries (Table 38). 
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Table 38 

Willingness to participate in training offering improvement 

of “Electronic tools for job search” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Electronic tools for job 
search 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 67% 29% 28% 14% 41% 

Rather yes 33% 16% 67% 14% 27% 

Rather not 0% 23% 6% 43% 0% 

Definitely not 0% 23% 0% 29% 9% 

I do not know 0% 10% 0% 0% 23% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 112. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Electronic tools for job search”. Depending on the country 

these are 28–100% of immigrants. The countries where most of immigrants are 

not interested in participating in this training are Poland (72%) and Ireland 

(56%). 

Willingness to participate in training offering improvement of “Bureaucra-

cy procedures” differs in research countries (Table 39). 

Table 39 

Willingness to participate in training offering improvement 

of “Bureaucracy procedures” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Bureaucracy procedures ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 100% 29% 40% 23% 36% 

Rather yes 0% 31% 33% 31% 18% 

Rather not 0% 16% 27% 31% 5% 

Definitely not 0% 14% 0% 15% 18% 

I do not know 0% 10% 0% 0% 23% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 112. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Bureaucracy procedures”. Depending on the country these are 

54–100% of immigrants. 
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Willingness to participate in training offering improvement of “Going 

through qualification procedure, interview, self-presentation, etc” differs in re-

search countries (Table 40). 

Table 40 

Willingness to participate in training offering improvement 

of “Going through qualification procedure, interview, self-presentation, etc.” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Going through qualification 
procedure, interview, self-

presentation, etc. 
ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 81% 43% 50% 21% 41% 

Rather yes 19% 33% 50% 29% 23% 

Rather not 0% 12% 0% 36% 5% 

Definitely not 0% 6% 0% 7% 9% 

I do not know 0% 7% 0% 7% 23% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 113. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Going through qualification procedure, interview, self-

presentation, etc.” Depending on the country these are 50–100% of immigrants. 

Willingness to participate in training offering improvement of “Carrier 

path creating (career orientation & job choice)” differs in research countries 

(Table 41). 
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Table 41 

Willingness to participate in training offering improvement 

of “Carrier path creating (career orientation & job choice)” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Carrier path creating (ca-
reer orientation & job 

choice) 
ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 67% 31% 35% 29% 55% 

Rather yes 29% 39% 53% 29% 9% 

Rather not 5% 12% 12% 0% 9% 

Definitely not 0% 10% 0% 21% 9% 

I do not know 0% 7% 0% 21% 18% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 113. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Carrier path creating (career orientation & job choice)”. De-

pending on the country these are 58–95% of immigrants. 

Willingness to participate in training offering improvement of “Accessing 

information sources” differs in research countries (Table 42). 

Table 42 

Willingness to participate in training offering improvement 

of “Accessing information sources” 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Accessing information 
sources 

ENGLAND IRELAND ITALY POLAND SPAIN 

Definitely yes 76% 30% 25% 36% 36% 

Rather yes 24% 27% 56% 29% 27% 

Rather not 0% 18% 19% 21% 5% 

Definitely not 0% 15% 0% 14% 9% 

I do not know 0% 10% 0% 0% 23% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 113. 

Most of immigrants „would definitely‟ or „rather would‟ like to participate 

in training about “Accessing information sources”. Depending on the country 

these are 57–100% of immigrants. 
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The researched group of immigrants generally seems to be convergent 

considering their training needs and barriers perceived. The identified differenc-

es are not decisive in terms of training needs. It indicates the possibility to ad-

dress similar training programs for immigrants in all countries involved. The 

perceived barriers on the labor market are generally quite similar regardless the 

country. The common thing in all countries is the fact, that in each of the re-

searched group of immigrant there are considerable amounts of people, who 

would like to take some trainings. In most of the cases the most enthusiastic for 

taking trainings were immigrants in England, while the most skeptical were 

immigrant in Spain and Poland.  

The two aspects: quite similar perception of barriers on the labor market 

among the research countries and general willingness for taking trainings 

among migrants draw on important conclusion for the institutions on the inter-

national level. There is a possibility to offer trainings on the international level, 

also with the use of blended learning. Projects based on international coopera-

tion and addressed for multinational audience can be delivered. 
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Artykuł przedstawia wybrane różnice pomiędzy młodymi migrantami 

przebywającymi w pięciu krajach UE: Anglii, Irlandii, Włoch, Polski i Hiszpa-
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barier na rynku pracy oraz chęci uczestnictwa w szkoleniach. 

Tłumaczył Leszek Gracz 



 

 

 



 

 

or the purpose of Pathways to Work project a research on young migrants 

in chosen European Countries was conducted. The paper presents the cho-

sen differences between migrants from different countries of origin. The objec-

tive of the paper is analysis of those differences. 

For the purpose of the paper migrants have been divided into three groups: 

migrants from “old” 15 EU countries; “new” 12 EU countries and non EU 

countries. 

The hypothesis stated in the paper is: non EU immigrants are more discri-

minated or in a much worse situation on labor market. It has been stated in sev-

eral studies
1
 and often positively verified. 

 

The reasons for migration vary among immigrants from different countries 

of origin (Table 1). 

                                                             
 1  Compare: L.B. Lindsay, J. Teachman, J. Zhongren, Unintended consequences of immigra-
tion reform: Discrimination and Hispanic employment, Demography 32. 4, Nov. 1995, 617–28. 
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Table 1 

Reasons for migration among migrants from different countries of origin 

What were the reasons of 

immigration from your 
country of origin? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Political 12% 9% 16% 

Economical (money) 40% 54% 32% 

Family 28% 11% 17% 

Repatriation 0% 0% 0% 

Religion 4% 1% 1% 

Educational 8% 18% 21% 

Other 8% 7% 13% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, Training Needs of Young Immigrants within European Countries, 

Szczecin–Belfast–Dublin–Santander–Avellino 2010, pp. 116–117. 

Besides economical reasons for migration, for immigrants from non EU 

countries the important reasons are also educational and political. However it 

can be argued, that in many cases “political reasons”, especially in the case of 

EU migrants, in fact means “money”. Thus it can be added to economical rea-

sons, making them even more crucial for migration. 

There is a difference between EU and non EU migrants in the aspect of 

migrating with or without family (Table 2). 

Table 2 

Migration with/without family among migrants from different countries of origin 

Have you come alone or 
with your family? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

I have come alone 52% 53% 67% 

I have come with my 
wife/husband /partner 

29% 40% 14% 

I have come with my fami-
ly (wife/husband/partner 
and children) 

19% 7% 19% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 117. 

The non EU immigrants more often migrated alone. It may indicate that 

they are more afraid of migration or do not plan to stay longer or migrated ille-

gally. 
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The biggest difference between EU and non EU migrants is in the aspect 

of unemployment (Table 3). 

Table 3 

Unemployment among migrants from different countries of origin 

Do you have a job right 
now? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Yes, regular full time 14% 59% 34% 

Yes, regular part time 33% 15% 14% 

Yes, casual 14% 9% 5% 

No, I do not have a job 38% 17% 47% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 117. 

47% of non EU immigrants do not have a job, comparing to 21% of EU 

immigrants without a job. What is surprising is the fact that more migrants from 

“new” EU countries do not have a job comparing to migrants form “old” EU 

countries. 

The aspect of satisfaction from job (concerning migrants who have a job) 

is presented in Table 4. 

Table 4 

Satisfaction from job among migrants from different countries of origin 

Are you satisfied by your 
current job? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Yes, fully 21% 33% 29% 

Yes, partially 57% 38% 46% 

No 21% 29% 26% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 117. 

The satisfaction level from the job of non EU immigrants is very similar to 

the level of EU immigrants. 

Such similarity can also be observed in perception of job correspondence 

to the level of migrants‟ education (Table 5). 
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Table 5 

Perception of job correspondence to the level of migrants‟ education 

among migrants from different countries of origin 

Is your job or the last job 
you had, corresponding to 

your education level? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Yes, fully 38% 27% 49% 

Yes, partially 15% 27% 23% 

No 46% 46% 29% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 117. 

The satisfaction level from the job of non EU immigrants is very similar to 

the level of EU immigrants. 

The perception of labor market barriers is rather similar for both non EU 

and EU immigrants. Some barriers the non EU immigrants perceive as slightly 

bigger (Table 6) while some barriers are perceive as bigger by EU immigrants 

(Table 7). 

Table 6 

Barriers on labor market perceived as stronger by non EU migrants 

Do you consider that the following have affected negatively your past job search and work expe-
rience? 

Awareness of employment 

rights and obligations 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Often 35% 20% 33% 

Sometimes 35% 26% 19% 

Rarely 20% 23% 22% 

Never 10% 31% 27% 

Carrier path creating (ca-

reer orientation & job 

choice) 

   

Often 21% 17% 20% 

Sometimes 42% 36% 36% 

Rarely 26% 24% 22% 

Never 11% 22% 22% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 118. 

The barriers the non EU immigrants perceive as slightly bigger are espe-

cially “Awareness of employment rights and obligations” and”Career orienta-

tion & job choice”. 



 Leszek Gracz: Differences between groups of immigrants… 177 

 

Table 7 

Barriers on labor market perceived as stronger by EU migrants 

Do you consider that the following have affected negatively your past job search and work expe-

rience? 

Communication & Social 

skills (behavior-cultural 

misunderstandings) 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Often 26% 23% 18% 

Sometimes 42% 30% 38% 

Rarely 16% 26% 14% 

Never 16% 21% 29% 

CV preparation    

Often 21% 23% 14% 

Sometimes 21% 22% 34% 

Rarely 42% 25% 25% 

Never 16% 29% 27% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 119. 

The barriers which are perceived as bigger by EU immigrants are especial-

ly “CV preparation” and “Communication & Social skills (behavior-cultural 

misunderstandings”. 

Summarizing tables 6 and 7 one cannot state that there is a much differ-

ence in perception of barriers on labor market between the groups of EE and 

non EU migrants nor that one group perceives barriers as much stronger. 

Another aspect that may differentiate the migrants depending on the coun-

try of origin is that fact, the non EU immigrants are generally more willing to 

take trainings and courses – see Table 8.  

Table 8 

Migrants‟ willingness to participate in training and courses 

among migrants from different countries of origin 

Would you like to participate in the trainings offering improvement of following skills and abili-
ties? 

Teamwork skills (working 

in a team and communi-

cation-understanding 

with team members) 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Definitely yes 32% 31% 55% 

Rather yes 26% 35% 22% 

Rather not 32% 20% 14% 

Definitely not 5% 8% 5% 

I do not know 5% 5% 5% 
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Carrier path creating (ca-

reer orientation & job 

choice) 

   

Definitely yes 40% 30% 52% 

Rather yes 35% 43% 21% 

Rather not 15% 11% 6% 

Definitely not 10% 7% 11% 

I do not know 0% 8% 10% 

Understanding of labor 

market needs and trends 
   

Definitely yes 39% 32% 50% 

Rather yes 33% 33% 20% 

Rather not 28% 18% 11% 

Definitely not 0% 9% 6% 

I do not know 0% 9% 13% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 118–119. 

As presented in Table 8 non EU migrants are more willing to take trainings 

and courses and this applies especially to: “Teamwork skills (working in a team 

and communication-understanding with team members)” – 55% of non EU im-

migrants who definitely would like to participate in this training comparing to 

31% of EU immigrants; “Carrier path creating (career orientation & job 

choice)” – 52% of non EU immigrants who definitely would like to participate 

in this training comparing to 32% of EU immigrants; “Understanding of labor 

market needs and trends” – 50% of non EU immigrants who definitely would 

like to participate in this training comparing to 33% of EU immigrants. 

In the aspect of the time that migrants are willing to spend on training the 

EU and non EU groups are rather similar. Table 9 presents the time that can be 

spend for trainings and courses by migrants from different countries of origin. 

Table 9 

Amount of time available for training among migrants from different countries of origin 

How much time can you 

spend on improving your 

job qualifications 

(in months)? 

OLD 15 EU 

COUNTRIES 

NEW 12 EU 

COUNTRIES 

NON EU 

COUNTRIES 

1 month 5% 17% 17% 

2 months 19% 12% 15% 

6 months 24% 25% 34% 

12 months 24% 19% 17% 

2 years 0% 7% 5% 

3 years 10% 4% 2% 
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How much time can you 

spend on improving your 

job qualifications 

(in months)? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

more than 3 years 19% 16% 11% 

How many hours during a 

day can you spend on 

courses or trainings im-

proving your job qualifi-

cations (in hours)? 

   

1 hour 10% 13% 11% 

up to 2 hours 14% 42% 28% 

up to 3 hours 43% 28% 37% 

up to 5 hours 14% 5% 17% 

up to 8 hours 14% 10% 2% 

more than 8 hours 5% 2% 6% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 124. 

The time that can be spend for trainings and courses is generally similar in 

the two groups (EU and non EU migrants) – small differences are not statistical-

ly important. 

Table 10 presents the experience with trainings among migrants from dif-

ferent countries of origin. 

Table 10 

The experience with trainings among migrants from different countries of origin 

Have you ever taken train-
ings or courses improving 

your position on labor mar-
ket? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Yes 43% 59% 52% 

No 57% 41% 48% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., p. 124. 

There is no significant difference among migrants from different countries 

of origin in trainings experiences, with the small exception of migrants from 

“new” 12 EU countries. 

Table 11 presents the knowledge about trainings possibilities among mi-

grants from different countries of origin. 
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Table 11 

Knowledge about trainings possibilities 

among migrants from different countries of origin 

Do you know where to 

find information about 
trainings and courses? 

OLD 15 EU 
COUNTRIES 

NEW 12 EU 
COUNTRIES 

NON EU 
COUNTRIES 

Yes 48% 67% 55% 

No 52% 33% 45% 

Do you know where to 

take a training or a 

course? 

 

Yes 52% 55% 62% 

No 48% 45% 38% 

Source:  Questionnaire survey, Pathways to Work Project Research Report: P. Niedzielski, 

L. Gracz, K. Łobacz, op.cit., pp. 124–125. 

The EU immigrants are better informed about trainings and courses, while 

the non EU immigrants are slightly better informed where to take a trainings. 

Surprisingly there are no bigger differences in immigrants from EU and 

outside EU. On one hand there is a huge difference with unemployment rate 

(47% of non EU immigrants do not have a job, comparing to 21% of EU immi-

grants without a job). On the other hand, the non EU immigrants are in no 

worse situation than EU immigrants concerning other researched aspects, espe-

cially the barriers (there is no significantly higher perception of barriers on labor 

market by non EU migrants). Therefore hypothesis that non EU immigrants are 

more discriminated or in a much worse situation on labor market cannot be def-

initely confirmed. 
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Artykuł prezentuje charakterystykę migrantów w 5 krajach UE w zależności od 

ich krajów pochodzenia. Celem artykułu jest analiza różnic pomiędzy migrantami w za-

leżności od tego, czy pochodzą z krajów „starej Unii”, „nowych” państwa członkow-

skich UE, czy też spoza obszaru Unii Europejskiej. Hipoteza postawiona w artykule 

brzmi: migranci spoza EU są bardziej dyskryminowani i są w gorszej sytuacji na rynku 

pracy. Jednakże wyniki badań przeprowadzonych na potrzeby projektu „Pathways to 

work” nie pozwalają na jednoznaczną weryfikację tej hipotezy. 

Tłumaczył Leszek Gracz 

 



 

 



 

 

pain is one of the immigration gateways in Europe and in the last years the 

country received massive flows of immigration from Africa and South 

America. Some regions were overwhelmed by the sudden increasing number of 

immigrant people and sometimes public and or NGO‟s resources and programs 

couldn‟t cope Many of these immigrants are young people with low qualifica-

tion levels. At the same time Europe demographic challenges are also a concrete 

reality: Europe has a lack of qualified workforce in special in mature economic 

sectors, as the metal sector and in skilled manual professions (welders, mechan-

ic technicians, etc.). In one hand population is getting older and Europe has a 

constant decreasing number of young hands available. On the other the few Eu-

ropean young workforce available experimented cultural changes in the last 

decades and shop floor skilled manual professions derived mainly from Voca-

tional Education and Training (VET) studies are seen as socially “lower” and 

hard work for the youngsters which refuses to take up these careers and profes-

sions. In this scenario Fundación Laboral del Metal (FLM) which is an organi-

zation that provides employment and training solutions
1
 for the metal industry 

created the APRENDIZ PROGRAM. The program put together Regional Gov-

                                                             
 1  The other example of commitment of Fundación Laboral del Metal (FLM) to European 
projects is Pathways to Work projects (www.pathwaystowork.eu).  
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ernment, Immigrant NGO‟s, Regional Industry and Training Centers to receive, 

train and insert in the labor market young immigrants in the sectors were the 

workforce is urgently needed: the metal sector. The initiative was a success 

achieving labor insertion levels of 71%. The initiative is an ongoing program 

started in 2003 with young people under risk of social labor exclusion and em-

braced young immigrant groups since 2006. 

 

The initiative is made up of integrated activities to improve job prospects 

for young people who have difficulty finding a job and helps them find better 

conditions in the work market, by improving their capacities and diminishing 

their personal and social obstacles. It encourages their self sufficiency and gives 

them the necessary resources for social integration. 

On the one hand the programme tries to act as a catalyst in a continuous 

and sustained collaboration between the administration, companies and organi-

zations that support young people at risk of being outcasts in Cantabria. 

The nonprofit making organizations are responsible for groups who are 

willing to learn and find a job in the work market and carry out jobs connected 

with integration and management with the administration. The Foundation pro-

vides technical training and works as an intermediary with companies and the 

companies take on these people to do in company training and offer them train-

ing contracts, which in most cases end up with permanent employment. 

With this programme as well as contributing to the worrying shortage of 

qualified workers in the metal sector, it offers a professional opening not only to 

the large number of immigrants – particularly young people between the age of 

16 and 20 who arrive in Cantabria, but also to the local groups who are at a low 

risk of exclusion, who also participate on the programme. 

 

Moreover the FLM creates occupational training programmes for those 

under 16 years of age who are under the protection of institutions, who on 

reaching the legal age to work register on the training programme. 
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The students are trained in technical occupations which are most required 

and defined by the companies themselves, this noticeably enhances their incor-

poration: 

- scarce training an working qualifications, 

- lack of information of the work market and the mechanisms required in order 

to gain access to training and the search for employment, 

- uprooted from the family and also on an educational, social and geographical 

level, 

- lack or scarcity of normal work experience, 

- lack of self sufficiency and motivation, 

- lack of work habits required by the work market, 

- unemployment situation, 

- distorted vision of the working world and the social environment, 

- negative self perception, reduction of aspirations and projects, 

- passiveness, weakness in defending their rights etc. 

The beneficiaries are young people between the age of 16 and 20 who have 

arrived in Spain in different ways and with different social profiles as well as 

Spanish people with different social profiles. 

These are young people who live in a highly destructured family environ-

ment, without paternal or maternal control. They come from backgrounds which 

are integrated with the black economy through activities which are highly mar-

ginal (selective collection of glass, paper, cardboard and plastic, etc.) and they 

are immersed in subcultures of the outcasts and start pre-criminal activities. In 

the case of underage immigrants, they opt for the alternative of leaving their 

country by irregular means and put their own physical integrity in danger (in the 

lower part of trailers, boots and dugout canoes etc.). 

In other cases they are under age people who come from numerous fami-

lies who are very poor who are put under state protection for being abandoned 

or at risk until they come of age. 

We also find young who come from violent backgrounds and/or destruc-

tured families, who are put under the protection of the state until they come of 

age. 

In the case of underage immigrants who arrive in Spain with the intention 

of working, finding themselves at an age where education is compulsory (ac-

cording to the LOGSE the period of compulsory education is until 16 years of 

age, coinciding with the minimum age to start work) They perceive themselves 
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as “adults” given that they played an important role in their families and they 

receive treatment of “underage” people. They have a migratory economic objec-

tive, and the host country has a clear preventive and training objective, as there 

is no coincidence between the interests of both parties, the under-aged do not 

adapt to the lives of the centers and many of them end up escaping and looking 

for a personal opportunity which suits their needs and so they begin to work, 

despite the fact they are under the age stipulated by the law and they have not 

finished their academic training. This means that they end up doing jobs which 

are danger is the predominant characteristic and in order to survive they begin 

“illegal” economic activities, delinquency, drug traffic, and in some cases pros-

titution. 

These young immigrants are at present being distributed by the central 

government to different CCAA (Spain Autonomous Communities or Provinc-

es). They receive a temporary NIE (residency number) and the regional gov-

ernments of each CCAA manage their protection until they are repatriated 

and/or until they receive a regular work contract. In the case of obtaining a work 

contract they are kept under state protection until they come of age. 

At present in Cantabria, there are several young immigrants under state 

protection who are integrated in shelters for the underage from various nongo-

vernmental associations amongst them the Spanish Red Cross in Cantabria, the 

New Life Association and the Refuge Centre for Underage in Sobrazo amongst 

others. Throughout several CCAA, different protocol is being signed for colla-

boration between Education and Social Welfare advisory boards in order to car-

ry out the educational project of these young immigrants. 

The social educators of these centers are in charge of working on the social 

skills and also reinforcing the language of the group. In the same way, the 

young Spanish people who are under state protection, work on psychological 

and social integration. 

Since 2003 The Fundación Laboral del Metal has done a specific pro-

gramme of vocational training for young people at risk of being social outcasts. 

Since 2006 FLM in an effort to reconcile the strong demand of the metal sector 

for workers with an increase of the young contingent under the protection of 

non-profit making organizations, FLM has extended its initial programme and 

the APPRENTICE Programme is born. 
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The Aprendiz programme was considered good practice as far integration 

and incorporated at EU Commission Directorate-General for Justice, Freedom 

and Security data base.
2
  

Aprendiz Project led Fundación Laboral del Metal to be selected to take 

part of Pathways to Work initiative financed by Leonardo Da Vinci Program. 

This initiative is addressed to labor insertion for youth at risk of social exclusion 

and has been implemented since 2009 ( www.pathwaystowork.eu). 

 

In brief the results achieved so far in the Aprendiz Project can be described 

with following facts and numbers: 

- 123 young beneficiaries, 

- 15–30 trained young people / year, 

- annual average of rate of Work Placement: 71%, 

- reinsertion of training system: 25%. 

The demographic structure of training group is as follows: 

- 100% men, 

- 76% Spanish, 

- 24% foreigners, 

- age: 15–20 years of age (greatest range 16/17 years). 

The initiative was a success achieving labor insertion levels of 71%. The 

reason of this success derives from the fact that the program tackled real needs 

in both sectors economic and social at the same time, searching from synergies 

of organizations involved and profiting and making use of their resources and 

expertise available without overlapping tasks:  

a) NGO‟S are specialists in receiving accommodation, social integration, legal 

orientation; 

                                                             
 2  http://ec.europa.eu/ewsi/en/practice/details.cfm?ID_ITEMS=9314 (2011.12.15). 

http://ec.europa.eu/dgs/justice_home/organigramme_en.pdf
http://ec.europa.eu/dgs/justice_home/organigramme_en.pdf
http://www.pathwaystowork.eu/
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b) Governments (GO‟s) are specialists in legal frameworks, working visas and 

education departments, training financial lines; 

c) VET (Vocational Education and Training) centers are specialists in proper 

practical training provision as well as contacts with industry needs and job 

offers; 

d) Industry are specialists in labor integration and adaptation into the produc-

tion lines. 

The initiative is an ongoing program started in 2003 with young people 

under risk of social labor exclusion and embraced young immigrant groups 

since 2006. 

http://ec.europa.eu/ewsi/en/practice/details.cfm?ID_ITEMS=9314. 

http://www.pathwaystowork.eu/. 

Hiszpania jest jedną z „bram imigracji” w Europie i w ostatnich latach kraj ten 

otrzymał masowy napływ migracji z Afryki i Ameryki Południowej, w dużej części 

młodych osób. Niektóre regiony były przytłoczone gwałtownym wzrostem liczby imi-

grantów. Organizacje publiczne i pozarządowe z dużą trudnością radzą sobie z tym 

zjawiskiem i często ich działania okazuję się niewystarczające. Z drugiej strony Europa 

przechodzi zmiany demograficzne – społeczeństwo się starzeje. Artykuł przedstawia 

i analizuje program APRENDIZ stworzony przez Fundación Laboral del Metal (FLM). 

APRENDIZ połączył lokalne instytucje rządowe, organizacje pozarządowe zajmujące 

się imigrantami oraz regionalne ośrodki szkoleniowe przemysłu przygotowujące mi-

grantów do pracy w sektorze metalowym. 

Tłumaczył Leszek Gracz 



 

 

igration is not a recent phenomenon. Throughout history humankind 

have spread across the globe. Ireland has always experienced both emi-

gration (people leaving) and immigration (people coming to Ireland). Since the 

nineteenth century Ireland has been a country where larger numbers emigrated 

than arrived in Ireland as immigrants. Since the partition of Ireland in 1921 pat-

terns of migration into and out of Northern Ireland have been more like those in 

the Republic of Ireland (RoI) than those in the rest of the United Kingdom 

(UK). Since 2001 there has been a significant growth in immigration into 

Northern Ireland from countries outside the British Isles, a trend which was evi-

dent in the RoI a few years earlier. Since the enlargement of the European Un-

ion (EU) in 2004 there have been more people coming to Northern Ireland from 

abroad than there have been leaving for destinations abroad, a significant pro-

portion of this immigration has been from the Eastern European countries which 

joined the EU in 2004 (Bell et al. 2004). In 2006 the Northern Ireland Life and 

Times (NILT) survey incorporated a number of questions on attitudes towards 

migration and migrant workers.  

Using data from this 2006 survey along with UK and Northern Ireland 

government data on international migration one can examine some public atti-

tudes towards migration and (immigrant) migrant workers in Northern Ireland 
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and to put these into a wider context. Recent trends in migration to and from 

Northern Ireland International migration is a significant phenomenon in the ear-

ly years of the twenty-first century. Most countries in the world now have an 

experience of significant numbers of people leaving and other people entering 

(Castles & Miller, 2003). There are various reasons for migration: work; retire-

ment; reuniting of families split up due to migration; emigrants returning to 

their country of birth. Immigration to Northern Ireland from places such as Pol-

and and the Philippines has been widely publicized. It is less widely known that 

this increase in immigration from abroad has been accompanied by an increase 

in people from Northern Ireland moving to countries around the world. In 

2005–2006 the highest number of people in recent history (9,100) emigrated 

from Northern Ireland to destinations abroad (see Figure 1). (And this figure 

does not include those who moved to the rest of the UK or to the Republic of 

Ireland, both of which remain more popular than any other destination). 

 

Fig. 1. International migration to and from Northern Ireland, 1992–2006, in thousands 

Source:  1992–2001 Office of National Statistics; 2002–06 NISRA. 

This emigration from Northern Ireland is part of a global increase in inter-

national migration. An indication of the geographical mobility of the population 

of Northern Ireland can be seen in the fact that more than one in four people 
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surveyed for the 2006 NILT survey said that they had lived outside Northern 

Ireland for more than six months (a much smaller proportion (2%) claimed a na-

tionality other than British, Irish, Northern Irish or Scottish). 

 

When asked about the right to live and work in any part of the EU the ma-

jority of people in Northern Ireland appear to be in favor of people being free to 

migrate to and from Northern Ireland. 80% said that they welcome the fact that 

people from Northern Ireland are free to live and work in any other part of the 

EU. Almost as many (74%) welcomed the fact that other EU citizens are free to 

live and work in Northern Ireland and few, less than 5%, thought that this right 

was unwelcome. The population of Northern Ireland, however, appear to have 

mixed feelings about the free movement of people in the EU. When asked 

whether they agreed with the British government‟s decision not to place restric-

tions on immigration from the east European countries when they joined the EU 

in 2004, 73% said that the government should have placed restrictions. These 

contradictory findings are puzzling.  

 

It might be expected that the widespread desire for restrictions on immi-

gration from Eastern Europe would be associated with negative attitudes to-

wards the contribution that migrant workers make to Northern Ireland. The evi-

dence from NILT 2006, however, shows ambivalence on questions regarding 

the contribution that migrant workers make to Northern Ireland. A common pre-

judice expressed in some of the media coverage of immigration is the idea that 

immigrants come to Britain to enjoy the benefits of the welfare state. People in 

Northern Ireland, however, are much more likely to disagree or strongly disag-

ree (47%) than agree or strongly agree (25%) with the idea that migrant workers 

come to Northern Ireland just to get Social Security benefits.  

A mixed picture emerges on other questions about migrant workers and 

state services. 44% thought that the needs of migrant workers were putting a 

strain on schools. A majority (51%) thought that the number of migrant workers 

was leading to a shortage of local housing and a higher proportion (60%) 
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thought that a strain was being put on the Health Service. Ambivalence about 

immigrants, however, is evident in the fact a majority (54%) thought that mi-

grant workers were good for Northern Ireland‟s economy. And 83% thought 

that it was good that migrant workers come to Northern Ireland to work as doc-

tors and nurses when there is a shortage of medical staff. Two out of every three 

people surveyed also thought that migrant workers make Northern Ireland open 

to new ideas and cultures. 

The ambivalence is probably most evident on the questions regarding jobs. 

Almost half (48%) thought that migrant workers take jobs away from people 

who were born in Northern Ireland. But more (80%) thought that migrant work-

ers mostly take up jobs that Northern Irish workers don‟t want. And even more 

(85%) thought that employers take on migrant workers because they are pre-

pared to work for lower wages than local workers. 

 

The idea that the reality of living with global mobility necessarily leads to 

a more positive attitude towards immigrants is not borne out by the data. The 

idea that a growth in immigration leads to negative attitudes towards immi-

grants is not borne out by the data either. The evidence from NILT 2006 sug-

gests a more complex and apparently contradictory picture. How can this data 

be interpreted? One possibility is that a majority of people agree with the right 

of free movement within the EU in principle, but they are uncomfortable with 

some of the changes which, in practice, have been associated with increased 

immigration. Opinion polls in Britain indicate that a majority of people have 

thought about emigrating from Britain. This data from Northern Ireland sug-

gests that many are taking this option. Technological developments and com-

mercial changes which have brought such things as cheap flights and the inter-

net have opened up new opportunities for geographical mobility and interna-

tional communication. The positive attitudes towards free movement and gener-

al welcoming of new ideas and cultures reported in the NILT survey may indi-

cate a desire for a more cosmopolitan world.  

Amongst people living in Northern Ireland however, there is also a percep-

tion that an increase in immigration has been accompanied by a strain on state 

services. This suggests that some people have, in practice, a negative experience 

of some aspects of migration to Northern Ireland. Another possibility is that the 
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contradictory findings may be because people are not sure whether to blame the 

strain on services on the government or on migrant workers. Although they may 

agree that there has been a strain on services they may blame lack of govern-

ment funding or organizational mismanagement for this strain. The fact that 

many people welcome the contribution that migrant workers make to the Health 

Service indicates the ambivalence regarding the impact that immigration makes 

to Northern Irish society. 

 

Upon researching the provision of training in diversity in Northern Ireland, 

what is noted is that there is no centralized organizations , either public sector or 

non- public sector, that is exclusively providing training or services of this na-

ture. The provision of training in this area in Northern Ireland is provided by a 

mix of community organizations, private consultants or in some cases is driven 

and defined by the initiative of the employer. In this light, many different ap-

proaches are taken to the issue, each with aspects that can and should be consi-

dered as best practice, and some aspects that are not applicable or transferrable. 

The following section examines some of the key points that came from re-

searching the area in Northern Ireland.  

Define the target audience:  

- An important distinction needs to be articulated prior to the provision of 

training of this nature. Namely it must be stated whether the training is seek-

ing to address one, or both, of the following scenarios: 

- training for the staff group regarding their co-workers diverse back-

grounds. This is particularly appropriate where there is a mix of nationali-

ties or cultural and religious backgrounds within the staff group; 

- training to human resources and management on issues that may be of re-

levance when working with a diverse staff group, such as; cultural and re-

ligious background of staff, immigration status and rights and entitle-

ments, addressing the language needs of staff, how best to recognize the 

qualifications of staff and allow them to progress within the workplace. 

- Training on diversity issues can therefore seek to address either of the above 

perspectives, or both, where appropriate. However, due to the complexity of 

the issue and the varying interests of staff at different levels, it is possibly 
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more appropriate that both of these approaches be taken separately and at 

different times.  

- Training courses can thus be offered under different headings and with dif-

ferent content depending on the target group (i.e. more general for a staff 

group on the concepts of diversity, respecting one‟s co-workers, challenging 

stereotypes etc , and more specific for management and Human Resources 

on immigration status, recognizing qualifications etc.)  

Draw from, and include the experiences and needs of SME‟s when deliver-

ing training: 

- Among employers‟ organizations, the perspective was expressed that many 

small and medium sized employers in Ireland have often followed, however 

informally, best practice in the treatment of their staff from diverse back-

grounds. 

- It should not be assumed that SME‟s do not have any experience in the area, 

or currently have an approach that does not appreciate the diversity of its 

staff group. This assumption has the potential to alienate SME owners and 

managers and should be avoided. 

- Rather a starting point should be recognizing the existing positive steps taken 

by employers to ensure that diversity within the workplace has been encour-

aged, fostered and catered for. 

- It should be noted that in many cases, due to the small nature of the business, 

the measures and approaches currently being taken may be informal in nature 

and in need of documentation and formalization. An informal approach 

needs to become the set internal policy of an organization.  

- Training delivered in this area must then be conscious of acknowledging the 

existing approach that is being taken in many cases and seek to formalize or 

expand upon that.  

- In addition, due to time constraints and existing pressure on staff and em-

ployers, there may be some reluctance among employers to undertake train-

ing that focuses on one area of diversity alone.  

- Best practice in this scenario would be to tailor diversity training according 

to the needs and capacity of the organization. For example, if a small or me-

dium sized employer is restricted in their ability to provide training of this 

nature for a full day, it may be more appropriate to include the issue of diver-

sity training in a broader training day that addresses a broader concept of mu-

tual respect for your co-workers in the organization or company. 
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- Training of this nature could address other issues such as gender or sexual 

orientation, with diversity in cultural and religious backgrounds forming part 

of the overall training module. 

- In addition, it must be recognized that encouraging employers to consider the 

overall benefits to business and productivity of implementing a diversity 

strategy may be the more compelling argument when seeking to engage em-

ployers.  

- If the target audience is the human resources or managerial sections of a 

small or medium sized employer, the training will need to reflect the needs 

of that group. 

- While there is an interest in the broader issues of diversity within the 

workplace from an interpersonal relations point of view, due to time and re-

source restraints many small and medium sized employers will potentially be 

most interested in training that sets out the legal parameters which they are 

required to operate within and act as beneficial knowledge when addressing 

the needs of a diverse work force.  

- Training of this nature when being delivered to managerial and human re-

sources staff could then take the dual approach of providing the legal frame-

work of requirements under law with an exploration of approaches that can 

easily be taken with a staff group to achieve a workplace that is in tune with 

and respects the diversity contained therein.  

The answers to the questions on employers and migrant workers can be in-

terpreted as indicating that there is even more suspicion of employers than there 

is of migrant workers. The data from the NILT survey in 2006 indicates ambi-

valence towards migrant workers. The fact that more than two thirds of people 

think that migrant workers make Northern Ireland open to new ideas and cul-

tures suggests that potential areas of tension are not likely to be around cultural 

conflict. And the fact that a slight majority thought that the number of migrant 

workers was leading to a shortage of local housing and a higher proportion 

thought that a strain was being put on the Health Service suggests that the po-

tential areas of conflict are around the allocation of state resources. People seem 

to feel that current levels of investment in housing and health are inadequate, 
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whether they blame this on immigrants or on the government, however, remains 

an open question. 
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Artykuł przedstawia analizy rynku pracy Irlandii Północnej w zakresie postrzega-

nia i zatrudniania migrantów. Z jednej strony wyniki badań pokazują, że ponad 2/3 spo-

łeczeństwa jest otwarte na migrację, jako przynoszącą otwartość i nowe idee dla Irlandii 

Północnej. Oznacza to, że aspekt kulturowy nie stanowi potencjalnego źródła konfliktu. 

Z drugiej strony społeczeństwo postrzega migrację jako zagrażającą miejscom pracy 

i zmniejszającą dostęp do usług publicznych (m.in. służby zdrowia). Obawa to zagar-

nięcie przez migrantów części świadczeń socjalnych postrzeganych jako „przynależne” 

obywatelom Irlandii Północnej może stanowić zarzewie konfliktu. 
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