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Foreword 
 

 

Publishing a report that argues for guidance of third country immigrants to ease 

their integration into the European labour market may seem untimely given 

todayôs high youth unemployment. While Cedefop supports the European 

Commissionôs and Member Statesô efforts to ensure young people can acquire 

qualifications that will improve their career prospects, it also provides foresight. 

Anticipating future development is key to informing policy-makers and one of our 

main tasks. 

Cedefop skills forecasts indicate that, although labour demand will continue 

to be weak in the coming years, another challenge is already visible in some 

countries: a reduction in labour supply and ensuing shortages due to the aging of 

the population. This requires increasing activity rates but at a time when, due to 

the crisis, discouraged unemployed people may also become inactive and 

progressively socially marginalised. Evidence shows that the crisis has affected 

low-skilled workers most, while employment growth, expected to develop 

differently among Member States and regions, will create new jobs mostly in 

skilled and highly skilled occupations. Besides the need to activate the resident 

labour force, countries may also face skills shortages, increasing the need to 

encourage economic migration.  

In this context, whether we talk about new migrants or those already in our 

countries, policies at EU and national level need to ensure that enterprises and 

society benefit from the skills potential and qualifications of the immigrant 

workforce. This requires measures that help better match demand and supply of 

skills and make it easier for people to integrate into, and move within, the 

European labour market. 

Guidance services are the first support that third-country immigrants receive 

on arrival; they are in a position to promote the autonomy of the newly-arrived 

and to empower those already living in the country. They offer familiarisation with 

legislation and institutions, issues relating to housing, healthcare and social 

protection. Information about equivalence of qualifications, assistance during 

recognition processes, and support to get professional experiences and skills 

validated are also crucial for successful integration into employment and 

education and training.  

Education and training opportunities to acquire additional skills may be of 

value. Support in these initial stages can help reduce the time until immigrants 

can use their skills in enterprises, avoiding unnecessary duplication of previous 

training; it can increase the likelihood of smooth integration processes and 
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improve future career prospects in the new country. Guidance also plays an 

important role in empowering women, who may face specific challenges in labour 

market participation, and in reducing the impact of migrant youth disengagement 

from training. Effective guidance can also help reduce the risk of social tensions.  

This Cedefop study contributes to raising awareness across Europe about 

the critical contribution that guidance services can make to the migrant 

integration process, analysing all aspects which affect the quality of their 

provision.  

One important message from this study is the need for greater policy 

coordination and cooperation through the engagement of relevant stakeholders, 

including employers, trade unions and migrant communities, to respond better to 

the needs of immigrants, firms and society. 

 

Joachim James Calleja 
Director 

  



Valuing diversity: guidance for labour market integration of migrants 

3 

Acknowledgements 

 

 

This report reflects Cedefopôs efforts to raise awareness of the role that guidance 

plays in the labour market integration of immigrants. Particular mention should be 

made of Cedefopôs expert Pedro Moreno da Fonseca who drafted this report and 

undertook the desk research and analysis on which it is based.  

Thanks go to former Cedefop experts Mika Launikari, who initiated the 

project, and Angela Musca for the initial work done on the study. Special thanks 

are due to Eleonore Schmid (Cedefop senior expert) who provided valuable 

comments on the manuscript. Thanks also go to Mara Brugia (Cedefop Head of 

Area enhanced cooperation in vocational education and training and lifelong 

learning) for her valuable proposals for improvement and for supervising the 

work.  

Cedefop would like to thank Raimo Vuorinen, coordinator of the European 

Lifelong Guidance Policy Network (ELGPN) and the following national 

representatives for providing information on the case studies and participating in 

the interviews: Judith Fruebing, Peter Hartel, Michaela Marterer, Fotini Vlachaki, 

Dimitrios Gaitanis, Hélia Moura, Aleksandra Joma, François Lefranc and 

Concetta Fonzo. We also thank Fréderic Viel, Director of Welcome and 

Integration at Office Français de l'immigration et de l'intégration (OFII), for the 

information kindly supplied.  

Cedefop would like to express its gratitude to international guidance experts 

Professor Jenny Bimrose from the University of Warwick, Professor Fusun Akkok 

from the Middle-East Technical University, Dr Deirdre Hughes (ELGPN) and 

Professor Maria Eduarda Duarte from the University of Lisbon for sharing their 

expertise, perspectives and knowledge, as well as their participation in 

dissemination activities. We would also like to thank Michael Privot from the 

European network against racism (ENAR) for sharing the perspectives and work 

of the network concerning the integration of immigrants in Europe. 

We would also like to thank the promoters and managers of integration 

projects across Europe who provided information and clarifications about their 

practices, namely: Anna González, Janette Valejo Santes, Cissie Andritsopoulou, 

Lauriane Desjardins, Janicce Pigott, Rosina Walter, Kristi Anniste, Stefan Nowak, 

Pia Lannerheim, Valda Vilcane and Wiebke Reyels.  

Thanks go to Yvonne Noutsia for the technical support in the preparation of 

this publication. 



Valuing diversity: guidance for labour market integration of migrants 

4 

Table of contents 
 

 

Foreword  ................................................................................................. 1 

Acknowledgements ....................................................................................... 3 

Table of contents  ................................................................................................. 4 

Executive summary .............................................................................................. 9 

Aims and methodology .................................................................................. 9 

Why migrants need guidance ........................................................................ 9 

EU labour market integration support and the role of guidance ................... 12 

Guidance in integration practices across Europe ......................................... 13 

Challenges and recommendations .............................................................. 15 

Key guidance policy issues for immigrant labour market integration ... 15 

Action areas for system development ................................................. 16 

1. Introduction 20 

1.1. Why a study on guidance for immigrants? .......................................... 20 

1.2. Objective and scope of study .............................................................. 23 

2. Study methodology and implementation ...................................................... 25 

2.1. Definitions and theoretical discussions ............................................... 28 

2.1.1. Guidance and immigration ...................................................... 28 

2.1.2. Recent discussions ................................................................. 31 

2.2. The added value of guidance for immigrants ...................................... 36 

2.3. The process of guidance for immigrants ............................................. 43 

2.3.1. Reception: general procedure ................................................. 47 

2.3.2. Language proficiency and cultural familiarity ........................... 47 

2.3.3. Recognition and validation procedures ................................... 47 

2.3.4. Counselling, information and career planning (general) .......... 48 

2.3.5. Youth services and interventions............................................. 48 

2.3.6. Activation of women ................................................................ 50 

2.3.7. Web-based services................................................................ 50 

3. Demography and social-economic context .................................................. 51 

3.1. European countries and immigration .................................................. 51 

3.1.1. Countries with a strong tradition in receiving immigrants ......... 51 

3.1.2. Countries which have recently joined the EU .......................... 52 

3.1.3. Countries which evolved from emigration to immigration 

countries ................................................................................. 52 

3.2. Immigrant population characteristics .................................................. 52 

3.2.1. European demographics, flows and origins ............................. 52 



Valuing diversity: guidance for labour market integration of migrants 

5 

3.2.2. Education outcomes ............................................................... 64 

3.3. Closing a gap? ................................................................................... 67 

3.3.1. Labour market situation ........................................................... 69 

3.3.2. Social integration and participation .......................................... 74 

3.4. Key informative elements ................................................................... 76 

4. Integration and migration policy ................................................................... 78 

4.1. The European Union framework ......................................................... 78 

4.1.1. Guidance in the establishment of the integration framework ... 78 

4.1.2. Renewal of the integration agenda .......................................... 81 

4.2. Guidance in national migration and integration policies  ..................... 83 

4.2.1. Institutional framework ............................................................ 83 

4.2.2. Selection and the rise of point-based systems ........................ 88 

4.3. Language and civic programmes: steps towards the development of 

CMS  ............................................................................................... 93 

4.4. Bridging access and skills development: assessment and 

recognition .......................................................................................... 96 

4.5. Quality issues ................................................................................... 100 

4.6. Synthesis of system-level discussion points ..................................... 105 

5. Guidance in European integration practices .............................................. 108 

5.1. Presentation of case studies............................................................. 108 

5.1.1. Case study practices: objectives ........................................... 119 

5.1.2. Practitioner skills of and methodologies ................................ 120 

5.1.3. Guidance for immigrants ....................................................... 122 

5.1.4. Outputs of guidance for immigrant integration ....................... 127 

CHAPTER 6. Challenges in guidance for the labour market integration of 

immigrants  ............................................................................................. 129 

6.1. Provision criteria ............................................................................... 129 

6.2. Structure and organisation ............................................................... 132 

6.3. Quality and adaptability of practices ................................................. 135 

6.4. Innovation and guidance in integrating ............................................. 137 

7. Lessons learned ........................................................................................ 140 

8. Key messages ........................................................................................... 147 

8.1. Key messages at system level ......................................................... 147 

8.1.1. Cooperation, coordination and commitment at and across 

sector and levels of administration ........................................ 147 

8.1.2. Cooperation with businesses and social partners .................. 148 

8.1.3. European tools to make skills and qualifications visible ......... 149 

8.1.4. Promoting early support and bilateral agreements ................ 150 



Valuing diversity: guidance for labour market integration of migrants 

6 

8.1.5. Identifying target groups needs to inform integration 

strategies .............................................................................. 150 

8.1.6. Engaging immigrant communities ......................................... 150 

8.1.7. Ensuring guidance quality and assessing its impact .............. 151 

8.2. Key messages at organisation and delivery level ............................. 152 

8.2.1. Informing migrants and enterprises about guidance services 

and their purposes ................................................................ 152 

8.2.2. Ensuring the skills needed for guidance in multicultural 

contexts ................................................................................ 153 

8.2.3. Ensuring guidance practitioners have access to reliable and 

updated information .............................................................. 153 

8.2.4. Mainstreaming innovative practices ...................................... 154 

List of definitions  ............................................................................................. 155 

List of abbreviations ......................................................................................... 157 

Bibliography  ............................................................................................. 158 

 



Valuing diversity: guidance for labour market integration of migrants 

7 

List of tables, figures, graphs and boxes 

Tables 

1 Contribution towards EU 2020 targets ï óclosing the gapô scenario ............. 21 

2 Most common guidance activities ............................................................... 44 

3 Population projections in the EU-27 with and without migration 

(absolute values) ........................................................................................ 53 

4 Composition of population in 2011 by country of birth (%) .......................... 57 

5 Educational attainment of population aged 25-54 by group of country of 

birth, 2012 (%) ............................................................................................ 65 

6 Overview of the institutions involved in the development of migration 

policy  .......................................................................................................... 84 

7 Case studies............................................................................................. 109 

8 Secondary case studies ........................................................................... 115 

Figures 

1 Changing skill composition of the occupational structure of 

employment, EU-27, 2010-20 ..................................................................... 20 

2 Population projections in the EU-27 with and without migration 

(millions)  .............................................................................................. 53 

3 First residence permits by reason ï EU (%); 2011 ...................................... 54 

4 Age structure of the population and of immigrants (%) in 2011, EU-27 ....... 55 

5 Top 10 host countries, 2011 ....................................................................... 56 

6 Long-term (2060) projection of immigrant component in European 

populations (%) .......................................................................................... 58 

7 Main previous citizenship of persons acquiring citizenship of an EU-27 

Member State, (absolute values) 2011 ....................................................... 59 

8 Estonia: first residence permits by nationality of third-country citizens 

(%), 2011  .............................................................................................. 60 

9 France: first residence permits by nationality of third-country citizens 

(%), 2011  .............................................................................................. 61 

10 Spain: first residence permits by nationality of third-country citizens 

(%), 2011  .............................................................................................. 62 

11 Origins of foreign-born Italy (%), 2011 ........................................................ 63 

12 Germany: first residence permits by nationality of third-country citizens 

(%), 2011  .............................................................................................. 64 

13 Sweden: first residence permits by nationality of third-country citizens 

(%), 2011  .............................................................................................. 65 

14 Proportion of native and third-country born population with higher 

education (%), 2009-12 .............................................................................. 67 



Valuing diversity: guidance for labour market integration of migrants 

8 

15 Differences between activity rates of nationals and third-country 

nationals (%), 2011, (rate of nationals ï rate of third-country 

immigrants)  .............................................................................................. 69 

16 Employment rates by country of birth: nationals vs third  

country (%), 2011 ....................................................................................... 70 

17 Unemployment rates by nationality (%), nationals and third-country 

citizens, 2011 ............................................................................................. 71 

18 Overqualification per country group of birth across the EU (2010) (%)........ 73 

19 Persons at risk of poverty or social exclusion 2011 (%) .............................. 74 

20 Share of resident foreigners who acquired citizenship 2010 (%) ................. 75 

Graphs 

1 Objectives, stages and products of the study.............................................. 26 

2 Migrantôs perspective of value creation in guidance .................................... 38 

3 Value added chain of guidance activities .................................................... 39 

4 Levels of integration of immigrants in the EU .............................................. 89 

 

Boxes 

1 Common basic principles (CBP) for the integration of third-country 

migrants ..................................................................................................... 79 

2 National Careers Service, an individual step-by-step path to integration ... 132 

 



Valuing diversity: guidance for labour market integration of migrants 

9 

Executive summary 

Aims and methodology 

This report aims at raising awareness of the importance of guidance services for 

immigrant integration into the labour market. Its main purpose is to highlight 

effective guidance practices across Europe which may improve the employability 

of immigrants and contribute to raising qualification levels. It addresses policy-

makers at European and national levels, organisers/managers of guidance 

activities, and practitioners. The study discusses:  

(a) for policy-makers, issues such as how to identify and address barriers to 

quality labour market information used for migrant integration; strategies to 

enable cooperation and involvement of migrant groups in the definition and 

implementation of guidance policy; and how to generate accountability, 

visibility and public support towards integration practice; 

(b) for organisers of guidance activities, issues such as how to make innovative 

practices sustainable and what type of skills and attitudes to include in the 

training of practitioners; 

(c) for practitioners, issues such as which attitudes, knowledge and skills they 

need to provide high quality guidance to immigrants or how to engage 

employers and migrant communities to achieve more effective results. 

This study relies on a combination of secondary sources analysis, interviews 

with national and international experts and case studies. The case studies cover 

a range of services provided to immigrants in selected countries: 

(a) with a tradition of receiving immigrants: cases in Belgium, Germany, France, 

the Netherlands, Austria, Portugal and the United Kingdom (integrated in this 

group, although it has traditionally been a country characterised by both 

immigration and emigration); 

(b) which have more recently entered the EU: cases in Estonia and Latvia; 

(c) which evolved from emigration to immigration countries: cases in Greece, 

Spain, Italy; 

(d) which have recently started to have immigration mainly due to a large intake 

of political refugees: cases in Sweden. 

Why migrants need guidance 

Projections for Europe point to a 50 million reduction in the EU population over 

the next 45 years, if immigration stops, with an expected impact on the supply of 
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qualified labour. Yet the inflow of citizens from third countries to the EU has a 

strong potential for the renewal of the workforce, due to its younger age structure 

when compared to the European population.  

The decline in European birth rates in recent decades alongside the 

progressive retirement of a highly qualified workforce during the current decade, 

suggest a low replacement rate for qualified labour. Cedefop research further 

forecasts that medium-term skills shortages will occur in highly skilled 

occupations, due to acceleration in the demand for highly skilled professionals. 

The current challenge in respect of immigrant integration is multiple. 

Admission of new immigrants needs to be geared to the growth needs of 

countries with demand for highly qualified labour. For this to have the proposed 

effect on the economy, effective recognition of qualifications mechanisms is 

needed to minimise the impact of mismatch from low skills visibility. 

The immigrant workforce will also require quality information on the labour 

market, learning options, local regulations and systems. Receiving countries 

must also ensure that arriving immigrants develop key competences to allow 

successful engagement in learning and work. Initial integration steps should 

guide the newly arrived towards an up-skilling, context-aware and self-aware 

career path, permitting exploration of both the arriving individualsô potential and of 

the opportunities presented to them. 

It is also fundamental that national states address social exclusion 

phenomena among resident immigrant communities, combating youth 

disengagement from education and training, female exclusion from the labour 

market and the risk of poverty. A continuous and consistent effort in this direction 

will strongly contribute to the achievement of targets in the EU 2020 growth 

agenda. 

Immigrant inclusion is especially important for the countries to which most of 

the current migrant inflow from third countries is directed: Belgium, Germany, 

Greece, Spain, France, Italy, Austria, Portugal, Sweden and the United Kingdom 

are the most representative. Some of these countries face a particularly strong 

challenge, as they only started to develop comprehensive integration systems 

recently, under the pressure of a new and accelerated growth of migrant intake: 

this is the case in Greece, Spain and Italy. 

Guidance services, in this context, are important for three main reasons: 

(a) easing the tensions of inclusion, especially in a transitional period of crisis 

with high unemployment rates, such as the present; 

(b) supporting a sustained growth strategy, by responding to skills gaps; 

(c) allowing the full development of immigrants as highly valuable 

workers/entrepreneurs and active citizens. 
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To achieve these targets, guidance services must account for the difficulties 

and barriers which affect migrant communities from third countries: difficulties in 

accessing clear information about recognition of qualifications, work regulations, 

housing, health systems, and training; limited cultural connections with the 

receiving cultures and weak social networks, especially in countries where 

immigration is a recent phenomenon; tendency for youth disengagement from 

education and training among the less qualified groups; lower labour market 

outcomes than natives, especially for women; tendency to be employed in jobs 

with considerably lower requirements than their effective skills. 

Guidance services allow immigrants to acquire basic skills, knowledge of the 

receiving country culture, language and institutions, and easy access to health, 

education and training as well as to social support systems. Guidance activities 

also allow employment services to help arriving individuals create realistic 

expectations about local labour market demand.  

They also play a role in supporting recognition of foreign qualifications and 

validation of prior non-formal learning. This allows for a better signalling of 

immigrant skills, increasing the opportunities for firms to find those they require, 

the odds of individuals finding work conditions and earning wages comparable 

with nationals in similar work situations. 

Guidance can also help training providers to plan and target the offer of 

programmes and qualifications made available for immigrants. This is possible if 

the information resulting from the identification of client group characteristics and 

the assessment of individualsô needs is fed (in an ethical manner) into education 

and training.  

These services can promote a steady path to individual autonomy and 

progressive immigrant community empowerment if they provide different degrees 

of support for different stages and aspects of their integration. We can picture 

potential guidance support to migrants in a continuum that departs from initial 

contact with the receiving culture aiming at the development of a solid set of 

skills, attitudes and self-awareness that allow for autonomous career planning 

within their new context.  

Prominent members and associations in immigrant communities can 

cooperate with public sector guidance activities. This type of cooperation leads to 

a better voicing of the needs and concerns of immigrants and contributes to 

capacity building in communities. The role models successful members of 

migrant communities provide can help prevent educational disengagement and 

stimulate the development of entrepreneurial activities. 
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EU labour market integration support and the role of 

guidance  

Since the late 90s the EU has worked steadily to build an integration framework 

for migrants: common principles that countries share to engage immigrants with 

the rules and obligations of countries, and states with the equally responsible 

task of creating economic, social and cultural conditions for integration.  

In 2009, the EU launched the blue card directive (Council of the European 

Union, 2009) with the aim of attracting of third-country high-skilled labour and 

facilitating their admission. The blue card also aids intra-EU mobility, grants 

access to the labour market, social support and helps with family reunification. 

Many European countries see the transposition of this directive as a main drive in 

the reform of their immigrant integration systems.  

In 2011 the single permit directive (European Parliament and Council of the 

European Union, 2011) established fundamental rights for third-country workers 

residing in the EU, covering entry, access to the labour market, access to social 

protection and access to advising and counselling services. The renewed 

European agenda for the integration of non-EU migrants (European Commission, 

2011b) of the same year calls for coordinated action from the states to respond to 

a range of challenges: the low employment levels of migrants, especially women; 

the occurrence of skills mismatch; risks of social exclusion; gaps in educational 

achievement; and public concerns with the lack of integration of migrants. 

Guidance is expected to play a key role in supporting this process. 

In lifelong guidance policy, the European Council resolutions (Council of the 

European Union, 2004; 2008) which lay down the policy priorities for the 

development of lifelong guidance systems, make direct reference to the 

universality of service provision and the need to guarantee that groups at risk of 

social exclusion (such as migrants) can develop career management skills (CMS) 

that promote their adaptability to learning and work contexts.  

The Bruges communiqué reserves a strategic role for guidance activities in 

supporting the achievement of the European strategy for education and training. 

In this are found fundamental activities for migrant integration, such as the 

development of key skills, work-based learning, promotion of entrepreneurship 

and the combat to educational disengagement.  

The 2012 Council recommendation (Council of the European Union, 2012) 

for the validation of informal and non-formal learning, attributes a central role to 

guidance, with reference to the role these processes may play in reducing the 

incidence of skills mismatch. One of the groups which can benefit from 

accreditation of prior learning (APL) processes and consequent greater skills 



Valuing diversity: guidance for labour market integration of migrants 

13 

visibility are immigrants. Validation procedures can be closely linked to 

assessment activities developed in the context of immigrant support. 

European Commission country-specific recommendations normally include 

measures for labour market integration of third-country immigrants, with direct 

reference to the role guidance activities can play. 

Guidance in integration practices across Europe  

Great effort is being made at national level to create coordination between 

ministries and administrative levels responsible for different aspects of 

immigration and integration. In spite of a relative success in the simplification of 

processes, the reduction of process times, and the reduction of bureaucracy, 

many limitations remain. 

Adequate institutional coordination, clear public support for integration 

policies and effective engagement of employers and immigrant communities are 

still to be achieved in many countries. These have been identified as success 

factors for the establishment of successful coordination initiatives, such as one-

stop shops (OSS). 

Alongside the effort to simplify and make procedures more effective, national 

states have striven to make admission and integration systems more responsive 

to the growth needs of the economy. As a result the admission of third-country 

immigrants has become more selective and geared towards highly qualified 

citizens. Quotas, occupational lists and point-based systems have been 

introduced to intensify the demand-driven character of the system. Increased 

participation by employers ï especially small and medium-sized enterprises 

(SMEs) ï in defining the point-based systems (PBS) have been reported as 

necessary to increase the effectiveness of such mechanisms.  

Guidance services are provided in several stages of the integration process, 

but irregularly. They range from basic integration interventions in knowledge of 

language, culture and institutional framework, to advice on recognition and 

validation services and learning options. In the context of employment services, 

guidance and counselling also help establish career development plans, 

apprenticeships and internships, training and professional networks. 

The objectives of the guidance activities are not generally defined nor 

adjusted to reflect national/cultural background. Most of the practices presented 

in the case studies have the general objective of supporting immigrant integration 

by helping them upgrade their technical skills and develop some CMS. The 

programmes aimed at immigrant groups may exist in the context of a compulsory 

set of measures applied to all recently arrived third-country citizens. 
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Induction programmes which introduce immigrants to the culture, language, 

systems and institutions of the receiving countries are a first important step for 

successful integration. They help start autonomous career development, by 

addressing the development of key skills. These initiatives have greater impact 

when complemented by further CMS development and initial career planning.  

Recognition of foreign qualifications and validation of prior learning 

experiences are important for immigrant integration but are nevertheless opaque, 

bureaucratic and difficult to access by lower-qualified immigrants, with more 

limited linguistic and information and communications technology (ICT) skills. 

SMEs sense the same fundamental difficulties, plus the fact that they incur time 

and financial costs when they hire immigrants which may require recognition or 

APL processes.  

Labour market information for both immigrants and hiring enterprises can be 

improved. Some countries have established dedicated portals in several 

languages to help both immigrants and employers in their procedures. Others 

have opted for centralising procedures in one agency, to create clearer, more 

efficient and more accessible procedures. 

All professionals involved in provision of the services have some degree of 

training in guidance methods; there are indications that some also have 

multicultural training. Training content, however, is frequently unclear and not 

homogeneous across practices. 

Most of the practices analysed do not adapt tools and methods to the target 

group/the specific migration background, preferring to apply the same 

methodologies as those used for the general population. We have, nevertheless, 

identified three types of adaptation: adjusting information and advice to immigrant 

needs; adapting assessment and counselling techniques; and selecting and 

adjusting tools and methods to suit individual needs rather than cultural traits. 

The most common activities are information, advising and signposting. 

Almost all projects report carrying out interviews and individual skills assessment 

or counselling dynamics, in which some type of needs and aspirations 

assessment is implied. Counselling activities are quite common, both in collective 

and individual sessions, since they are generally perceived as an effective way to 

stimulate self-awareness and clarify career options. 

Guidance for immigrant integration and teaching activities are normally 

associated in two situations:  

(a) attaining a basic level in the host country native language and the acquisition 

of basic knowledge about its history values and systems; 

(b) development of CMS in general. 
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Activities to support the integration of women and the academic success of 

youth frequently rely on the development of mentoring models, generally turning 

to role models. Advocating and networking activities are a growing concern of 

integration services, normally aimed at ensuring fundamental rights for 

immigrants and increasing their access to the receiving countryôs systems or 

increasing access to professional/labour market networks in the country. 

Most service providers fall into one of two categories: public services or non-

profit organisations. When the promoters are non-profit organisations, there is 

cooperation between them and public administrations to help clients. Most 

projects promoted by non-profit organisations are jointly financed by public 

authorities and European funds. 

Employers, both immigrant background and national, are frequently involved 

in the relevant networks, normally in relation to apprenticeships/internships. Firm 

managers/owners with similar backgrounds also act as a social anchor for 

projects, given their potential as role models for at-risk youth or women in search 

of a professional activity.  

Some integration programmes can be compulsory for all legal immigrants, or 

their outcomes (such as language skills) may be an entry requirement. In 

voluntary programmes, frequently the biggest issue is to identify and reach target 

groups. Most programmes are promoted via websites, social media, flyers and 

posters in strategic places, such as public employment services. Community 

involvement is sometimes used to increase access to integration programmes, 

via associations, immigrant professionals or prominent members. 

Monitoring mechanisms are frequently associated with financing 

arrangements: they tend to be part of the requirements and promoters need to 

report on them. Demands on this level are very diverse and frequently low, not 

allowing for comparability of practices. Although outputs from projects are 

sometimes indicated, they are not clearly reported, partly due to the lack of 

systematic monitoring and follow-up mechanisms. Organised evidence on the 

efficacy of integration measures would allow for better accountability of practices 

and for better criteria in selecting the implemented approaches. 

Challenges and recommendations 

Key guidance policy issues for immigrant labour market integration  

Analysis of European and national strategies, initiatives and legislation, as well 

as guidance practices across Europe, allowed identification a set of important 

issues for policy-making, with implications for both organisation and practice.  
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First, it is clear that better results are achieved when successful cooperation 

is enabled across the different ministries responsible for immigration and 

integration policies, as well as across all administrative levels within them. 

Achieving such cooperation is a challenge in many countries. Experience has 

also shown that engagement of immigrant communities and employers in 

integration measures enhances their reach and effectiveness. 

The development of key skills and fundamental knowledge can be devised 

both as a compensatory measure or an enabling set of practices aimed at further 

career development and individual adaptability. Assuring the quality of the 

information provided, as well connecting key skill development with assessment 

procedures, certification and recognition, is still not a priority in all systems. 

Immigrant group needs are frequently underidentified and integration 

measures are many times under the umbrella of generalist programmes in 

education, unemployment or anti-poverty policies. More individual-centred 

approaches are frequently difficult to implement and consume resources. 

The sustainability of integration practices is not guaranteed. Many activities 

developed by NGOôs, especially the most innovative, are project-based and 

limited in time. The fact that no strong evidence base exists on the benefits of 

integration programmes/projects, and particularly of guidance activities, further 

hampers the diffusion and continuity of practices. The lack of a harmonised 

evidence base also makes accountability difficult, reducing the possibility of 

access to financing. Cost-sharing modalities are rare in integration programmes, 

with little financial involvement by employers and communities. 

Although multicultural training programmes abound, it is not always clear if 

practitioners consistently have the skills they need to develop integration 

programmes and if these are always a requirement for the exercise of the 

activities. 

Action areas for system development 

Identification of target groups and engagement of stakeholders 

(a) Identify target groups and their needs and engage them in designing and 

implementing the integration measures. Guidance and counselling should 

account for typical integration issues: the status of women; cultural identity 

and attitudes of youth groups towards host country citizenship; occupational 

distribution of employment in the community; identification of effective role 

models in each culture; the specificity of discrimination suffered (labour 

market, educational, etc.) in each community. 

(b) Identify individual needs and potential. 
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(c) Both employers and trade unions can play a fundamental role by identifying 

the career development needs of migrant workers. Unions can also 

contribute by setting up guidance services and developing an advocating 

role. 

(d) Integrate guidance services in community associations and other socialising 

environments. Schools, firms, and local associations can provide 

opportunities to develop guidance interventions, providing guidance and 

career training to teachers, managers, older workers and directly engaging 

them in the activities. 

(e) Integration measures need to be marketed in an efficient manner to 

immigrant and native groups, explaining the benefits in clear accessible 

language. Whenever possible, guidance services should be universally 

available for all immigrant citizens, independently of their legal status. 

Evidence and accountability 

(a) Guidance for integration should be part of quality assurance and 

accountability systems of vocational education and training (VET) schools, 

other VET providers, employment services and other organisations. They 

could include criteria for allocating resources and outcome indicators. 

(b) Evaluate the impact of integration activities to understand their effectiveness; 

make results available to allow for objective exchange of experiences and 

practices and adjust provision. 

(c) A structured evidence base makes the results of integration activities visible 

and understandable. The results should be communicated to policy-makers, 

the immigrant communities and the general population using media suitable 

to reach these different target groups. 

Sustainability and innovation 

(a) Clear commitment of public authorities to pursue coherent integration 

practices and allocate resources to them. 

(b) Ensure that all relevant ministries, services and administrative levels are 

motivated and included in the implementation of coherent, coordinated 

strategy. 

(c) Encourage more employer engagement by showing how guidance and 

counselling of the migrant labour force, and their own engagement in such 

activities, can benefit their companies. Benefits include access to a highly 

qualified labour force, using the full potential and skills of this production 

force, and enabling quick adaptation and upskilling of foreign employees 

with improvements in productivity. 
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(d) Employers can develop integration programmes in their firms in cooperation 

with public and non-profit organisations and can help finance initiatives, 

create internships, and provide mentorship. As evidence from several 

countries shows, cooperation between the state and employers strongly 

contributes to making integration strategies successful. 

(e) Supporting the activities of non-profit organisations is fundamental to 

sustaining innovation in the field. They provide a testing ground for methods 

which can be internalised by public services and mainstreamed. 

(f) Ensure follow-up of projects with limited duration from the beginning. Tools, 

methods and strategies used, and the experience and knowledge of 

participants should be shared to inform other projects/measures. 

(g) Encourage immigrant communities to contribute to the sustainability of 

practices by developing internal guidance capacity for their new members. 

(h) Follow up and provide support to immigrants in dealing with organisations, 

systems and services until they have reached a minimum autonomy in their 

career development.  

Guaranteeing the quality of services 

It is important to ensure that guidance and counselling services are provided by 

qualified personnel with appropriate resources. Adequate guidance and 

multicultural training of staff dealing with immigrants in employment services 

and/or providing information and career education or education guidance to 

safeguard a fair, respectful attitude towards their clients and culture is a 

prerequisite.  

Professionals involved in these activities also need to be familiar with 

relevant legislation, administrative procedures, and labour market conditions. 

They also need to know the contact points for, and the correct procedures and 

channels to liaise with, the services connected to healthcare, housing, legal work, 

education and social security.  

The information provided to immigrants needs to be relevant, useful, timely 

and clear. Clarity of information is fundamental to a successful induction process 

for the newly-arrived. Ensuring that basic information is easily available in all the 

relevant languages ahead of the immigration process (for example via websites 

or agreements with origin country services) can vastly improve the results of the 

integration process. 

Information about available integration mechanisms, such as guidance, 

recognition, career management, and skill development should be clear and 

included in the support to firms, particularly SMEs. 
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Basic integration measures must assure that immigrants have developed the 

key competences and knowledge of the basic laws, institutions, procedures and 

services necessary to first steps on arrival in a country.  

Induction courses should account for a dimension of career development, 

laying down a follow-up path for further CMS development, career planning and 

effective integration in relevant work and learning experiences. One way to 

achieve this integration is the use of formative assessment techniques, such as 

portfolios. 
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CHAPTER 1.  
Introduction 

1.1. Why a study on guidance for immigrants? 

Europe presently faces a decline of its natural population. In spite of the current 

low performance of labour markets, due to the international economic crisis, this 

decline will likely lead to medium-term labour shortages, in the absence of 

migration movements.  

National governments are currently urged to rationalise, justify and improve 

integration policies so that immigrants can quickly find paths to learning and 

employment, covering qualification gaps in the economy and minimising the 

social tensions associated with the integration process.  

The progressive decline in European fertility rates in the past 50 years, along 

with the progressive retirement of a highly qualified workforce in the current 

decade, indicate a low replacement rate for qualified labour. Cedefop research 

further suggests that medium-term skills shortages will occur in highly skilled 

occupations, due to acceleration in the demand for highly skilled professionals 

(see Figure 1). 

Figure 1 Changing skill composition of the occupational structure of 
employment, EU-27, 2010-20 

 
Source: Cedefop country workbooks, 2012. 
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This indicates that there is not only a need for labour, but also specifically for 

highly skilled labour. The forecasts suggest that immigrant integration should 

privilege an up-skilling career development logic, aiding recognition of foreign 

qualifications and the rapid development of key skills for easy integration (such 

as language and knowledge of local systems) in work and learning. It follows that 

the strategy adopted by European states must address labour market mismatch 

and youth disengagement from education. It must adopt an inclusive approach 

that considers the needs of groups and of subgroups at greater risk, particularly 

women children and the unemployed. 

The strategy adopted by national states for the resident immigrant 

population should combat labour market mismatch, youth disengagement from 

education and training, and adopt an inclusive strategy that considers the needs 

of groups and of subgroups at greater risk, particularly women children, the 

unemployed and those with low qualifications. A publication from the European 

Commission (2013) highlights that the education and labour market outcomes for 

nationals and immigrants are still substantially different. Generally, immigrants 

have lower employment levels, suffer from greater youth disengagement from 

education (especially among the children of the less qualified) and are at greater 

risk of poverty and social exclusion.  

The same study suggests that if the current gap between the national and 

immigrant population is closed, substantial progress will be made towards the EU 

2020 targets. In countries with large shares of immigrants, such as Belgium 

Germany, Greece, Italy and the Netherlands, the contribution of the immigrant 

share can reach 50% on employment, early leaving and poverty risk targets (see 

Table 1).  

Table 1 Contribution towards EU 2020 targets ï óclosing the gapô scenario 

Target Share of immigrant 

contribution (EU) 

Countries in which 

contribution is 50% 

Employment 10.7% SE, DE, NL 

Early leaving 30% BE, DK, DE, EL, IT 

Poverty risk 16.2% AT, BE, EL, NL 

Source: European Commission, 2013. 

The inflow of non-EU nationals (third-country migrants) is, together with the 

inflow from candidate countries to the Schengen area, the most important supply 

of labour force counteracting the effects of the relative ageing of the European 

population. Third-country migrants can pose complex challenges to European 
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integration policy and require a debate about the part that guidance can play in 

supporting social and economic integration.  

They face particular challenges in integration, especially in countries where 

they have weak networks and a low knowledge of the receiving country language 

and culture. These challenges can be especially strong for young migrants and 

women, who frequently have weaker education and labour market outcomes. 

Immigrant communities with overrepresentation of low-skilled workers are 

especially affected by education disengagement, unemployment and temporary 

employment. The case of Maghrebian immigrants in Spain and Italy is a clear 

example of these dynamics. 

Guidance services can be provided to prospective immigrants ahead of their 

departure, providing valuable information on entry procedures, the labour market 

situation and the characteristics of their potential destinations. This information is 

vital to realistic and effective transitions across countries. It can be available in 

several languages, make use of ICT tools, and be inserted in advice and 

counselling services in departure countries. 

Guidance services are also to the fore in receiving country mechanisms that 

inform and support the adaptation of migrants to new cultures, social 

environments, norms, labour conventions, and education and training systems. 

The relatively flexible nature of guidance interventions allows for their integration 

in many critical contexts to migrants (immigrant admission services, employment 

services, VET organisations), with strong potential for customisation and 

adaptability to client group characteristics.  

Guidance services can enable arriving immigrants easy access to services 

which allow for the prompt recognition of their qualifications and for the validation 

of their prior learning and work experiences. These processes aid access to local 

qualifications and jobs, as well as opening up broad training and mobility 

opportunities. Guidance can also assist people in identifying learning 

opportunities and jobs, and assist career planning. If supported by appropriate 

counselling methodologies and career training, guidance can promote the 

development of key skills for learning and work, fostering progressive autonomy 

in career decisions. It can also help individuals establish vocational identities, 

which can bridge between their values and world vision and the host cultureôs 

perspectives.  

If developed in a holistic, empowering framework, guidance activities will 

promote the awareness individuals have of their own potential and the way they 

can explore that potential in the host country environment. They should be able 

to understand their own skills, needs, aspirations and to search and interpret 

information that allows them to identify career opportunities. The desirable 

outcome of guidance processes is highly adaptable professionals, who can make 
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autonomous career choices and who have unleashed their potential to be fully 

participative in the economy and society. 

1.2. Objective and scope of study  

This study follows up on previous work by Cedefop on guidance for immigrants. 

In 2011, Cedefop raised a discussion on how guidance policy, practice and 

research should be further developed to support the labour market integration of 

immigrants across the European Union, by organising a peer-learning event 

dedicated to this issue. The conclusions (Cedefop, 2011f) from this debate 

highlighted a number of key-messages addressing policy, practice and research. 

At policy level, greater engagement of social partners is key to the success 

of guidance activities for immigrants and to multilevel engagement of different 

policy areas. Immigrant community involvement in the design, development and 

delivery of interventions (mediation, organising capacity, role model building, and 

advocacy functions) was seen as a core element of a new, necessary type of 

guidance services, and an important success factor.  

From a practice perspective, the effectiveness of guidance is greatly 

increased by higher responsiveness and adaptation to migrant communities and 

their cultures. Practitionersô multicultural and networking skills are important for 

successful provision.  

Structured and harmonised monitoring systems should be put into place, to 

assess the quality of the outcomes resulting from different approaches and 

activities and to allow for further research into ways of improving the provision 

these services.  

The main purpose of this Cedefop report is to highlight effective guidance 

practices across Europe that contribute to increasing the work adaptability of 

immigrants, validating their relevant learning and work experiences, raising their 

qualification levels and improving their employability. Special emphasis is given 

to third-country immigrants and citizens of countries undergoing transition 

processes under the Schengen agreement.  

Through its identification of practices and discussion, this report provides 

insights into key issues on guidance for the labour market integration of migrants, 

which are useful for different stakeholder groups. 

Policy-makers will find useful discussion on how to develop guidance 

services which successfully support the labour market integration of newly-

arrived immigrants: how to improve labour market matching by establishing 

strategies aiming at the recognition and elevation of immigrantsô qualifications as 

well as the quality of the labour market information provided. The study also 
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reflects on how to engage employers, immigrant communities and trade unions in 

the development of these practices. This report also reflects on how to assure the 

quality and accountability of the guidance activities provided, as well as on 

strategies to achieve sustainability and diffusion of the best practices. 

Managers at national and local levels, as well as promoters of guidance 

activities will find relevant the discussion on how to set up services which 

respond to migrantsô needs, initiative and contexts, using the full potential offered 

by their communities. They will also find important debates concerning the 

appropriate skills, knowledge and attitudes of practitioners, helping achieve 

greater relevance and quality of provision. The study also reflects on strategies 

for greater sustainability of practices, from a promoter perspective.  

Practitioners will find relevant the reflections on which attitudes, knowledge 

and skills to develop to provide quality guidance for immigrants, as well as on 

ways to engage the immigrant community to achieve more effective results. 

Practices debated include the use of advocacy, networking and use of role 

models. 

To debate these themes, the report is organised as follows: 

(a) Chapter 1 describes the context, objective and scope of the research; 

(b) Chapter 2 describes the methodology used, making a short theoretical 

review, followed by a value-added perspective of guidance processes for 

immigrants; 

(c) Chapter 3 discusses the demographic and social-economic background of 

immigration flows, characterising the main immigrant groups, their 

destinations, and their education and labour market outcomes;  

(d) Chapter 4 discusses the present EU integration framework for immigrants, 

as well as national tendencies concerning the role of guidance labour market 

integration policies in recent years; 

(e) Chapter 5 presents the case studies developed to support the discussion of 

guidance practices;  

(f) Chapter 6 identifies key challenges and opportunities for guidance in 

integrating immigrants;  

(g) Chapter 7 discusses the lessons learned and lays down a set of principles 

for good practice in immigrant integration; 

(h) Chapter 8 defines priority action areas for policy-making.  
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CHAPTER 2.  
Study methodology and implementation  
 

While also addressing general programmes and methodologies aimed at 

immigrants, the strategies and practices analysed in this study gives preference 

to the following three subgroups of third-country immigrants: 

(a) youth attempting to enter the labour market; 

(b) unemployed low-skilled immigrants; 

(c) low-skilled women. 

The study was carried out in four stages:  

(a) analysis of structural characteristics of the migrant inflow to the EU through 

statistical analysis, background research and literature review; 

(b) exploratory interviews with national and international guidance experts;  

(c) analysis of the data collected via questionnaire, sent to the ELGPN national 

delegates and promoter organisations, on national and regional cases; 

(d) consultation with relevant stakeholders and final analysis. 

The first stage took into account European and country-level reports on the 

origins and flows of the immigrant population, as well as corresponding education 

and labour market outcomes in the host countries (also considers mismatch 

phenomena). Resources analysed included Cedefop, Eurofound, ELGPN, 

European Union Agency for Fundamental Rights, organisation for economic 

cooperation and development, international labour organisation, international 

maritime organisation, ENAR, European migration network, European website for 

integration databases, studies and reports, EU policy and strategy documents, 

Eurostat statistics, and professional literature (articles, research papers, project 

reports).  

The second stage of the study consisted of a series of exploratory interviews 

with national and international experts, with two fundamental aims:  

(a) assessing the current state of play in terms of policy initiatives in guidance 

for third-country immigrants across Europe and its connection with national 

State integration frameworks; 

(b) assessing the current position in terms of multicultural methodologies and 

their effectiveness. 
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Graph 1 Objectives, stages and products of the study 

 

Source: Cedefop. 
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The interviews were based on semi-structured questionnaires, mostly open 

questions, answered by phone (or similar means). The interview structures (see 

background document) were sent to the interviewees ahead of the phone calls, to 

aid effectiveness. 

The third stage analysed responses to a Cedefop questionnaire. These were 

sent to the Member States through ELGPN or directly to promoters of integration 

programmes identified through secondary sources. The analysis of the case 

study information relied on the structured discussion of the quality of the services 

provided. The quality of inputs, the ways activities were organised and monitored, 

and the reported outputs were analysed.  

A sample of 13 representative countries was selected for the case-study 

analysis, focused on countries with larger immigrant populations and with strong 

growth estimates of the third-country migrant residents: Belgium, Germany, 

Estonia, Greece, Spain, France, Italy, Latvia, the Netherlands, Austria, Portugal, 

Sweden and the United Kingdom. National systems were analysed regarding the 

role guidance plays in national immigrant admission and integration frameworks, 

based on country factsheets, statistical data, studies and interviews with national 

experts. 

The selected practices followed the criteria below: 

(a) describe guidance activities that target difficulties in labour market 

integration of third-country immigrants; 

(b) target youth in search of work or unemployed adults in search of work or 

training to increase their employability; 

(c) be supported by a national or regional level initiative coordinating efforts 

between different agents. 

Preferential factors were that practices: 

(a) targeted recent immigrants, with weak social networks; 

(b) targeted communities recently established in the country; 

(c) highlighted multicultural methodologies. 

The study pinpoints action areas where further development will be required 

at European and national level.  

Key research questions explored in this study include: 

(a) how are services being coordinated across policy fields and levels of 

administration to provide quality guidance responses to highly sensitive 

immigrant groups? 

(b) how are migrant communities, employers and other stakeholders invited to 

participate in the definition, implementation and management of guidance 

activities, to guarantee their relevance to immigrantsô needs? 



Valuing diversity: guidance for labour market integration of migrants 

28 

(c) how are practitioner skills being developed and assured to meet the needs 

of immigrants as well as their cultures and values? 

(d) what measures are being implemented to ensure regular monitoring of 

guidance activities, their outcomes and the quality of the interventions 

implemented? 

(e) how can experience from innovative approaches be mainstreamed?  

(f) how is at-risk migrant youth being supported in preventing educational 

disengagement and in making the transition to the labour market? 

(g) up to what point are guidance services effectively promoting validation of the 

skills and recognition of the qualifications of the immigrant unemployed? 

(h) what activities are proving to be effective in the activation of female 

immigrants. 

2.1. Definitions and theoretical discussions 

2.1.1. Guidance and immigration 

Migrations are the movement of people, usually across a political border, with the 

purpose of taking permanent or temporary residence in the place of arrival. Semi-

permanent or temporary residence is normally related with the occurrence 

seasonal work and circular migration. This study focuses on the migration of non-

European citizens (third countries) to the European space.  

Third-country immigrants in Europe migrate for many reasons, the most 

common being economic and political. Economic reasons are normally 

connected to finding better job and learning opportunities or evading shortages in 

fundamental goods (such as food and medicine). Political reasons are frequently 

associated with war and ideological persecution due to changes in political 

regimes. Although taking into account the latter cases ï labour market integration 

of asylum seekers and political refugees ï greater emphasis is given here to 

migration for economic reasons. 

The concept of integration adopted in this study reflects the access that 

migrant individuals have to receiving countriesô culture, language, systems and 

networks. It includes their ability to use such access effectively to live their lives 

with minimum welfare, in safety, and to develop themselves as professionals, 

community/social agents and more broadly as human beings. It is assumed that 

both the immigrant individuals/communities and the receiving society influence 

the integration process and that mutual adaptation is likely to be necessary for its 

success. This broad definition does not imply a standard measure of integration, 

but opens discussion on degrees, strategies and types of integration as well as 

their outcomes. 
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The fact that the study focuses on a specific dimension of integration, in a 

system ï the labour market ï does not remove the need to account for social and 

cultural aspects. Social constructs and culture play a major role in the 

understanding of how individuals grow, become professionals and family 

providers, as well as in the understanding of what is career success or the way of 

ending a career. One of the major aspects in achieving integration is bridging 

culturally-based concepts and valuations in a successful way. The role of 

guidance activities is largely to enable this bridging, so that people can make 

career choices which are consistent, motivated and make sense for each person. 

Many of the activities address the integration processes of arriving 

individuals and their families. This study also includes analysis of guidance 

activities in services which are also provided for resident immigrants and their 

descendants, such as activation for women or school-based counselling for at-

risk groups and ethnic minorities. 

Within the EU framework, guidance is viewed as an important tool of 

integration policy, due to the strategic part that it can play in providing 

information, skills and competences that support cultural, social and economic 

integration. To ensure that guidance services across Europe are holistic and 

dynamic in assisting workers and learners, the European Council approved two 

resolutions in 2004 and 2008, which establish policy priorities for the 

development of lifelong and life-wide guidance systems; these include support to 

at-risk groups and migrants. To strengthen the development of the policy 

priorities, the Commission has established the ELGPN within the open method of 

coordination with the Member States. Cedefop cooperates with the European 

Commission and the network. 

The 2008 resolution defines guidance as services that assist people to make 

better education, training and career choices. Activities developed under the 

scope of guidance services help people identify and reflect about their values, 

interests, skills and qualifications, as well as obtain information on labour market 

conditions and available education and training paths. Guidance activities also 

help individuals gain awareness of the value of their experiences and how they 

can make them visible to the labour market through validation.  

To ensure support for EU citizensô career transitions throughout their lives 

(lifelong) and in all relevant contexts (life-wide), the resolution also defines priority 

areas for policy development: 

(a) encourage the lifelong acquisition of CMS; 

(b) aid access for all citizens to guidance services (including immigrants); 

(c) develop quality assurance in guidance provision; 

(d) encourage coordination and cooperation among the various national 

regional and local stakeholders. 
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The policy focus on lifelong and life-wide support to career transitions stems 

from a substantial paradigm shift in the past few decades in the way in which 

guidance can effectively achieve its purposes. 

From a model of guidance and counselling fundamentally based on 

matching talents to jobs (as in Parsons, 1909; Williamson, 1939; Holland, 1973; 

1985), guidance has moved to a dynamic, holistic approach that considers in 

greater depth how a personôs career path evolves and the variety of roles she/he 

plays in the course of her/his life (Super, 1980; 1990; Savickas, 1997). This 

paradigm shift is largely due to the emergence of more unstable labour markets, 

with higher female participation, cultural diversity and longer worker lives, which 

raised new theoretical and practical challenges.  

Nevertheless, matching models still have notable value and have been 

significantly refined (Holland, 1985; 1994), providing an easy-to-grasp rationale to 

organise guidance services, especially in the public sector. Matching models use 

standardised methods to assess individualsô characteristics; they are compatible 

with a range of occupations, providing affordable and quick tools to support 

career guidance. They also make it easier to define practitioner skills, their range 

of responsibilities and the deployment of a set of work tools (assessment tests, 

labour market information). 

One of the challenges of matching approaches lies in the fact that labour 

markets are highly volatile, offering many unstable, temporary jobs with no clear 

development prospects, disabling the idea of steady, vocationally-based careers. 

For migrants, not only are these problems are more acute, but they face more 

complex challenges, such as linguistic barriers, lack of understanding of receiving 

cultures, weak social networks, different work cultures and discrimination. The 

low visibility and consequent underemployment of skills, together with recognition 

problems for foreign qualifications, further limits the possibility of directly 

matching traits to placements. The perspectives for career advancement of 

migrants can often be bleak. 

Donald Superôs influential work made a significant break with the linear 

vision of careers. Traditionally, career was identified with occupation, neglecting 

the successive changes in perspective, attitude and expectations that individuals 

undergo, as they evolve through their lives. Super (1980) introduced the idea of a 

life-space in which individuals can assume different roles (such as student, 

parent, worker), which acquire varying importance according to each stage of life.  

Super also accounted for the fact that life-roles can be simultaneous, and, 

depending on how much knowledge an individual has about them, how much 

time is spent in performing them and the degree of commitment with each role, 

they acquire more or less importance (or salience). The salience of roles can vary 

according to gender, social-economic background and, important for the present 
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discussion, cultural background. In the case of migrant workers, the salience of 

roles of, for example, a south-east Asian person can be radically different from a 

western person in each stage of life, generating very different priorities and 

understandings of career. 

2.1.2. Recent discussions 

Career theory has evolved considerably, incorporating the idea of lifelong 

development and of life-roles. However, according to a number of authors 

(Watson, 2006; Arthur, 2006; Savickas, 2003; Stead, 2004) it has remained 

arguably attached to a set of beliefs which make it less applicable among at-risk 

groups: immigrants, ethnic minorities and, frequently, women. Some commonly 

listed beliefs of career theory are: 

(a) individualism and autonomy as a purpose, does not necessarily apply to all 

cultures. In collectivist cultures, such as many of the sub-Saharan and 

south-east Asian regions, individualism is seen as selfish and career 

maturity might be rated in a very different way; 

(b) centrality of work (1) (Greco, 2007); despite the consideration of different life-

roles, work is frequently held as a dominant role, which may not be the case 

in many cultures. Other roles associated with establishing a family home or 

taking care of the elderly may be more important; 

(c) equal opportunities for all, based on western developed societiesô 

occupational structure; this idea relies on the belief that people will recognise 

and want to insert themselves in an occupation described and regulated by 

the taxonomy (2) of a post-industrial western society. However, this 

taxonomy might not relate to notions of freedom, success or stability of 

individuals from different cultures and thus not provide incentives for social-

economic integration. This challenge, strongly related to the previous issue, 

is widely discussed in sociology (Bourdieu, 1980);  

(d) a rational and linear process of career choice and development; in a way this 

was never a reality for most immigrants in Europe, except for a few highly 

qualified groups.  

The consequence of these beliefs is that organisations and professionals 

that provide career development services might be departing from notions which 

are not adjusted to migrant realities: what constitutes maturity in career 

                                                                                                                        
(
1
) About the context which allowed for the development of the discipline around work. 

(
2
) Although we can find more generally culturally rooted occupational taxonomies, 

ISCO is a perfectly good practical example. 
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development, how to achieve individual adaptability, life-roles played by 

individuals, and associated motivations and self-efficacy beliefs. 

The need for targeted approaches for migrants, although acknowledged in 

the research community (Bimrose and McNair, 2011; Leung, 2008; Leong, 2011; 

Laungani, 2005) has not necessarily led to great increase in 

theoretical/methodological proposals. Arredondo (2005) (Bimrose and McNair, 

2011), for example, has reviewed 102 articles from the journal of counselling and 

development, published from 1990-2001, and concluded that only 3% were 

related to immigration. In cases where immigration was addressed, it frequently 

narrowed down the topic to very specific groups, such as political refugees, not 

addressing the needs of the larger group of migrants for economic reasons. 

In spite of its still low representation, guidance and counselling for migrants 

is a growing issue and theoretical and practical proposals have arisen, with 

emphasis on: 

(a) career adaptability among migrants (Savickas, 1997; 2009);  

(b) development of cross-cultural competences among practitioners (Sue et al., 

1992; Bimrose, 1998; Watson, 2006; Arthur, 2006), frequently using as 

reference models of value orientation among different cultures. These reflect 

different world visions of values such as authority, decision-making, group 

engagement and success (reference models can be found in Laugani, 1999; 

2005; Ibrahim, 1985; Hofstede and Bond, 1988; Launikari and Puukaris, 

2005 (3). 

Most frequently, the idea of career adaptability is based on the assumption 

that an individual can develop skills and sets of knowledge that allow him/her to 

enhance his/her self-reflection and adjust to new environments and situations; 

this is the main challenge for migrants. In this context, guidance and counselling 

activities focus on developing the individual's capacity to think about the future, 

while understanding and reassessing past experience, to select and develop the 

skills and knowledge necessary to deal with change.  

Although useful for guidance and counselling in general, this idea is 

especially powerful for groups suffering from discrimination, social exclusion and 

cultural alienation. Adaptability presupposes the possibility of bridging career 

perceptions across socioeconomic and cultural spaces, so that people explore 

their potential in a less constrained manner. This is especially important for 

migrants due to the clash between the receiving country culture and their culture 

of origin. Migrants are easily stereotyped, or prone to self-stereotype, due to 

                                                                                                                        
(
3
) See also Garcea (2005) in Launikari and Puukariôs Multicultural guidance and 

counselling for an interesting discussion on this matter. 
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weak understanding of the receiving culture, lack of awareness of their own 

values and attitudes and, further, lack of understanding of how these contrasts 

influence their motivation to pursue a career.  

From an individual standpoint, guidance can be seen as generating value for 

people with migrant background by responding to three needs: 

(a) increasing their knowledge of the receiving culture, language, education, 

social security and health systems, labour market and other aspects to 

develop the basic skills and knowledge that allow them to cope with their 

new reality; 

(b) making structured career planning possible by increasing awareness of their 

own skills, preferences, values, motivations and by making them aware of 

the differences between their culture of origin and the receiving culture, i.e. 

fostering individual reflexivity in career planning;  

(c) increasing the motivation of individuals to pursue a career, allowing them to 

construct a personal narrative that integrates the several stages of their lives 

into a coherent pattern that can be followed up by a critical and (perceived 

as) positive decision. 

This perspective of value creation directly reflects the contribution of 

guidance methods to other inputs: a personôs autonomy in integrating into the 

labour market (Niles et al., 2008); the necessary knowledge and skills to do it; 

appropriate behaviours to achieve it (using techniques for job search, 

presentation, and social skills); the personal awareness to think critically about 

the future; the emotional ability to make oneôs experiences positively relevant for 

the next step. 

The second important methodological development is the integration of 

cross-cultural competences in guidance processes. It departs from the 

acknowledgement that there is a variety of culturally-based perceptions of career 

development, due to three factors: 

(a) practitioners frequently do not share the same culture as their migrant 

clients, or have scarce knowledge of it; 

(b) connected with this there is the effect of cultural stereotypes and 

discriminative behaviours in practitioner activity; 

(c) culturally-based assumptions in career development theories, methodologies 

and instruments used to assess, advise and enable reflection and planning 

of/with clients. 

Several authors have suggested methods to overcome these challenges and 

generate more culturally aware practices. They include: 
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(a) indigenisation: adapting theoretical models and connected methodologies 

(Savickas, 2003; Leung, 2008; Leong, 2011; Laungani, 2005) to the cultural 

characteristics of the target groups by:  

(i) testing cultural validity and limiting the application of counselling 

methodologies accordingly;  

(ii) generating new career constructs (different life-roles, salience 

structures, notions of maturity) which can make current methods more 

indigenous for client groups; 

(b) assessing and developing the cross-cultural competences of practitioners in 

their application of counselling methods (Sue et al., 1992; 1996; Nissilä and 

Lairio, 2005; Arthur, 2006; Arredondo et al., 1996). Self-assessment 

exercises can help practitioners become aware of their culturally-based 

assumptions, valuations and stereotypes. Training sessions are promoted (4) 

to develop cross-cultural skills: these may cover issues such as helping 

overcome linguistic barriers, maintaining a genuine, interested and ethical 

attitude, identifying and avoiding non-verbal signs which are not easily 

recognisable by immigrants. This type of methodology can also help to 

analyse the activities developed in guidance processes by assessing the 

degree of cultural bias of the instruments used. 

While the discussion around indigenous models is mostly theoretical and 

slower in its development, the discussion around multicultural competences, 

although related to the former, is more practically oriented and can be enacted 

more easily. 

Competences frequently considered important in multicultural counselling 

include (Sue et al., 1992; Arredondo et al., 1996; Launikari et al., 2005): 

(a) self-awareness: awareness of own assumptions, values, biases and 

feelings; 

(b) sensitivity to and knowledge of the worldview of people from different 

cultures; 

(c) ability to implement the appropriate interventions and techniques; 

(d) ability to establish an authentic counselling relationship;  

(e) ethical sense. 

The literature suggests several options to develop these competences: 

                                                                                                                        
(
4
) One interesting example is the ófeel like a migrantô (FLAM) project (2010). 

http://www.flam-project.eu/index.php?id=5 [accessed 18.3.2014]. 

http://www.flam-project.eu/index.php?id=5


Valuing diversity: guidance for labour market integration of migrants 

35 

(a) self-reflexive exercises (auto-biographical sketches, genograms, assessing 

knowledge about dominant and minority group cultures, evaluating own 

values, biases and feelings); 

(b) practitioner training on characteristics of client groups; 

(c) critical evaluation/cultural audit of available theories and methods; 

(d) experiential learning, through immersion in different communities or role-

play. 

Some practitioners with migrant background have expressed preference to 

work with their own groups of origin, as they can easily understand the values, 

beliefs and practices of the clients. However, results from this approach vary, as 

other factors also affect the success of counselling interventions, such as the 

socioeconomic background or the gender of the practitioner. In some cases, 

cultural similarity may even be inhibitive: when sharing a problem with a member 

of the community may be perceived as demeaning and potentially harmful; or 

when counsellors go too far in taking the clientôs side. Another limitation of this 

approach is the number of immigrant-background practitioners available. 

While theory and policy acknowledge that practices need to be adapted to 

client group characteristics to a certain degree, this should be treated with 

caution. Most service providers, and many experts, claim that the individual 

process overrules any categorisation into groups. Individual stories ï using 

narrative terms ï are the most important elements in a personôs interpretation, 

reflection and planning about his/her career. 

This is a perspective strongly rooted in the influence of psychology over 

guidance methods and theory, which privileges a client-centred approach. The 

theoretical and practical value of this perspective is undeniable, but it demands a 

series of complex caveats, which cannot be ignored in policy definition (Sultana, 

2009): 

(a) individual experience is supported by constructs which are culturally-based 

and structurally constrained by notions of what is correct, bad or successful. 

In this sense individual and group level are inextricably entangled;  

(b) individuals are inserted in contexts and topologies, which are not only 

physical, but also cultural. They share a cultural and geographic space with 

other individuals who also emigrated and face similar circumstances and 

integration issues;  

(c) a client-centred approach is difficult to apply, if not assisted by previous 

surveying and characterisation of potential clients to help identify specific 

groups, particularly minority groups. Without this visibility, it is difficult to 

define political priorities and funding opportunities. 
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A balance is required within a framework that identifies groups and the 

challenges they share, while still focusing on the individual members through a 

client-centred approach. The greatest concern is that group identification may 

lead to an assimilationist model (Greco, 2007; Sultana, 2011), which defines 

migrants as a flawed group which must develop a set of competences to 

integrate into the host society. In this type of inclusion approach, guidance acts 

as a cultural certification process, focused on work-based socialisation of 

immigrants. 

The idea of a pluralist approach to inclusion opposes this idea. In its liberal 

version, immigrants are perceived as an ethnic minority to be promoted. A 

multicultural model acknowledges the problems of immigrants, but fundamentally 

understands their unfulfilled potential, and sees diversity as a social and 

economic resource. For the purpose of developing such an approach, integration 

practices must develop new roles in guidance, such as advocacy of immigrantsô 

rights, and must allow a type of system innovation that is responsive to 

community initiative. 

2.2. The added value of guidance for immigrants 

Guidance has evolved in the direction of acknowledging cultural difference, 

developing methods which account for it; many of these rely on stimulating clientô 

self-awareness. This, however, is only one aspect of the potential of guidance 

methods. Career services can also help individuals deal effectively with new, 

unfavourable conditions by developing (often) new roles and activities, beyond 

the traditional counselling role (Arthur, 2006), such as social action, advocating 

immigrant rights before other organisations, working directly with immigrant 

communities. 

Atkinsonôs (1993) model provides some interesting insights about the 

diverse roles that counsellors can assume in the multicultural context to respond 

better to client needs. It is suggested that counselling should be responsive to: 

(a) problems generated by external causes (such as discrimination or racism) 

and not only to problems contained in the inner reality of the client; 

(b) established and potential problems, by adopting not only remedial but also 

preventive actions; 

(c) the degree of acculturation of the immigrant individual/group, adjusting the 

type of intervention accordingly. 

Dealing with problems generated by external causes is increasingly 

important aspect of guidance activities, inviting counsellors to act as advocates, 

consultants and agents of change, well beyond the traditional role. 
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Preventive measures are fundamental to avoiding unnecessary stress and 

personal sufferance. In general, they require solid knowledge of the clientôs family 

and community network to help him/her find anticipatory strategies to eventual 

integration problems which may arise.  

The degree of acculturation, in its turn, affects the way in which methods can 

be applied. Conventional counselling methods can have little, or even negative, 

effect on immigrants with little notion and experience of the receiving countryôs 

culture and systems. The counsellorôs role can be substantially affected by the 

extent to which he/she can mobilise the clientôs knowledge of the culture or 

his/her personal networks in the country. For example, if the counsellor can enlist 

his/her client onto relevant local professional networks, he/she can help the 

individual devise a career plan which makes use of such networks. 

A distinctive and common element of roles in multicultural counselling is the 

need to reach out beyond the local culture and conventional guidance networks, 

normally associated with the physical place and institution in which guidance is 

being provided. It is not only methods and practitioner training that need to be 

adapted to cultural diversity; guidance activities themselves need to have 

stronger links with complementary services and with clientsô personal networks. 

The cultural adaptation of methodologies ï especially those for testing and 

assessment ï and the development of multicultural competences among 

practitioners are potential ways to improve the quality of the services provided. 

Also, the development of outreach activities is, in many cases, a way of making 

the service more valuable to individuals, organisations and society by addressing 

contextual factors that hinder an individualôs career development. 

By adapting them to client needs and to the target group cultural 

characteristics, on a meso level, these methods introduce improvements in 

several stages of the value-added chain of guidance activity, by refining the 

inputs (counsellor skills, assessment methods), improving processes (achieving 

better cooperation among stakeholders, generating successful client 

involvement, implementing quality assurance mechanisms) and following-up on 

its outcomes. 

Graph 3 shows a synthetic diagram that connects the generation of value by 

career services for individuals with a process level depiction of a value-added 

chain for guidance activities. 
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Graph 2 Migrantôs perspective of value creation in guidance 

 
Source: Cedefop. 
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Graph 3 Value added chain of guidance activities 

 
Source: Cedefop. 
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The individual or micro level summarises the discussion above, highlighting 

the personal value of guidance services, considering several dimensions of a 

person, including his/her context. The value chain synthesises the actual activity 

(or meso level) in which the organisation of activities and the policy priorities are 

implemented.  

All aspects of the policy priorities laid down in the Council resolution on 

lifelong guidance (Council of the European Union, 2008) can be easily identified 

in the meso level: assuring the quality of provision (counsellor skills, adequate 

instruments and tools, QA mechanisms); the development of CMS; ensuring 

access to services; and developing successful cooperation and coordination 

mechanisms among stakeholders. At macro level, the diagram highlights how 

quality guidance provision to immigrants contributes to social outcomes, by 

softening processes of integration, allowing for less severe occurrence of 

discrimination and stereotyping, better use and recognition of skills, and more 

stable, integrated and empowered migrant communities. 

The guidance value chain is inserted in a set of systems, to which it relates, 

being frequently integrated in other services, such as integration of 

immigrants/foreigners, public employment services, vocational training, social 

services, local level associations, employer associations, and trade union 

advice/support systems. It also relates to services upstream, such as training 

counsellors, or guidance software production. It links and cooperates with local 

actors such as administrations or communities with which it can network. The 

quality of these upstream, downstream and horizontal links affects the final 

quality and added value of the services, so they must be taken into account in 

this analysis. 

The meso/system level is the focus of the study, although reference to the 

micro and macro levels will occur and relevant conclusions will be drawn. It is of 

special interest to this study to understand how policy priorities can be 

implemented to improve the effectiveness of guidance provision for immigrants. 

When developing CMS, for example, counselling, mentoring, teaching and 

sampling techniques can be developed to serve and adapt to the needs of 

individuals and their cultural contexts: the use of professional female role models 

in communities with strong gender-based career stereotypes is a very common 

technique for labour market activation of women. The use of client-centred 

approaches assisted by correct identification of publics and their issues, and 

using role models and community immersion, assure better skills retention. 

Adopting assessment and advisory methodologies not too strictly attached to 

established (western) models of career development allows for the development 

of better career adaptability in individuals from other cultures. 
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Guidance processes can start ahead of departure, in the country of origin, 

either face-to-face or using ICT. In some cases services may be under a bilateral 

agreement between origin and host countries, to rationalise flows and increase 

the odds of successful labour market integration. The flow of migrants is via 

typical national entry doors, such as the frontier/admission service, the 

employment services or the education system. Guidance activities can be 

present as a stage in the value chain of the services provided by any of the 

actors displayed, adapted to context. 

We can picture a flow of migrants from one country to the other, potentially 

making use of the country of originôs services; for EU citizens there are European 

mobility tools, such as Europass, Ploteus, and Erasmus (supported by system 

level tools such as the national and European qualifications frameworks). 

Guidance activities can explore the potential of European tools, supporting 

assessment and career planning activities. It can also be relevant when engaging 

third-country immigrants in recognition and validation procedures, with the aim of 

enabling future mobility inside Europe; Europass usage can be encouraged and 

validation procedures harmonised with national and European qualification 

frameworks. 

In spite of their potential, solutions developed for the general public, such as 

e-guidance, might not always be effective for immigrant groups, due to linguistic 

barriers or reduced access to information technologies. It must also be 

considered that many immigrants are undocumented, are of illegal status or have 

very weak social networks, with little knowledge of local institutions, conventions, 

or job and education and training opportunities. Ensuring well placed and 

adjusted signposting of services, as well as cooperative arrangements for service 

provision between public services and with third sector organisations, is 

important. Generating capacity in communities to provide guidance is also 

important and can be achieved through several types of arrangement in which 

community members can play a role.  

Guidance services can position themselves as enabling and advocating 

entities, actively intervening to help individuals overcome legal obstacles, gain 

access to education and training, and improve their odds in the labour market. In 

this last example, guidance can develop programmes to fight discrimination and 

encourage the hiring of immigrant workers. Usually, development of enabling and 

advocating activities requires very specific arrangements, since they often 

exceed the legal competence of public providers. 

Coordination and cooperation arrangements are fundamental factors in the 

success and quality of guidance services for immigrants. The complexity of 

migrant situations frequently means that individuals deal with a wide range of 

services like social security, immigration services, employment services, and 
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education. This might make it difficult to provide access to guidance and to 

provide an adjusted and integrated response. Coordination between public 

authorities in contact with immigrants becomes important to provide coherent 

programmes adjusted to individual and group needs. The involvement of local 

authorities may prove of great value, since they are frequently closer to 

immigrant communities and more in touch with their issues. 

Cooperation between public services and migrant/cultural associations and 

immigrant community representatives can be important in ensuring access to 

guidance and its adjustment to the group needs and characteristics (outreach). 

One critical issue to be discussed is how the relevant agents in the immigrant 

communities can acquire necessary guidance skills and how to ensure the 

sustainability of activities that are often project-based. 

The results of Cedefop's (2011f) peer learning event on labour market 

integration of migrants in Europe suggests that it is important to develop the 

different levels of migrant-targeted guidance provision. Greater engagement of 

social partners is seen as key to the success of these activities, with of employer 

and worker representatives having an important role in addressing the challenge 

of immigrant integration and combatting all forms of discrimination at the 

workplace. The event also suggested that the involvement of the migrant 

community in the design, development and delivery of activities is also 

fundamental. This involvement can be achieved through mediation, developing 

the organising capacity of role model building. The effectiveness of guidance is 

greatly increased by higher responsiveness and adaptation to migrant 

communities and their cultures. 

The quality of services is also dependent on the skills and characteristics of 

practitioners. Cross-cultural competences are required for practically every 

activity mentioned above, potentially with several levels of complexity according 

to the degree of personal and cultural involvement of each activity. Practitioners 

must have access to training that allows them to use them the methods put into 

practice flexibly and develop knowledge and perceptions of immigrant value 

systems. Interesting examples of methods and guidelines to train practitioners in 

multicultural counselling can be found in the improved future project handbook 

European guidance approach to facilitate immigrantsô entry into the labour market 

(Education and Culture DG, 2008) (5), also in advising third-country nationals 

(National Institute of Adult Continuing Education, 2010). 

                                                                                                                        
(
5
) http://www.adam-europe.eu/adam/project/view.htm?prj=4775#.UrBz6crDtI0 

[accessed 18.3.2014].  

http://www.adam-europe.eu/adam/project/view.htm?prj=4775#.UrBz6crDtI0
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Generating a solid evidence base regarding the results of guidance, 

supported by follow-up and feedback activities and monitoring tools for 

management, are important elements of quality assurance in guidance. This is a 

difficult task in the context of programmes which are frequently limited in time and 

supported by provisional structures. 

Analysis of the data collected in the case studies will discuss the strategies 

adopted and quality of services: the quality of the inputs, such as practitioner 

skills and evidence of targeted methodologies for immigrants; the quality of the 

processes, including activities developed, their organisation, community 

involvement, marketing techniques, evidence gathering, quality assurance; and 

the outputs reported, such as training, internships, placement, satisfaction. The 

discussion will identify the main characteristics of the practices considering these 

elements, together with the information collected through secondary sources and 

interviews, and identify patterns and critical issues for guidance practices for 

immigrants. 

2.3. The process of guidance for immigrants  

Section 2.3 aims to establish a clear frame of reference for guidance activities to 

be discussed in the text. Guidance activities are varied and can be framed in a 

multicultural perspective if their underlying methodologies, supports and tools 

account for cultural diversity and are adapted to the context and specific 

challenges of migrant individuals. Table 2 shows a description of the activities 

that can be developed in immigrant guidance processes by adapting Fordôs 

typology (2007) to the immigrantsô context. 
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Table 2 Most common guidance activities 

Signposting Ensuring that people have accurate information about all the relevant 

agencies and the guidance services they provide and are therefore able 

to select the most adequate sources for their needs. This means using 

understandable, accessible language, if possible in the languages of the 

migrant communities, and making the information available in services, 

communities and websites accessed by the client groups. 

Informing Providing information about opportunities concerning work, education, 

training or other, without discussing the merits or relevance of each 

option. The use of clear language, adaptation of physical expression, 

vocal cadence and placement of information can be of particular 

importance for migrant services. The information must also respond to 

the needs of an immigrant individual which will likely include legislation, 

administrative procedures, labour market information. 

Advising Helping individuals and groups to interpret information and choose the 

most appropriate options. Cultural relativity starts to be important here to 

establish critical bridges between different culturally-based valuing 

systems. Advising must incorporate care for specific world-view of 

migrant groups and the way it can articulate with local systems. 

Counselling Working with individuals to help them discover, clarify, assess and 

understand their own experience and to explore the alternatives 

available, as well as strategies for implementation. Counselling must 

allow for the individual to contextualise his/her career path and 

understand his/her position relative to the specific obstacles of her/his 

own migrant experience, allowing the development of self-confidence 

and stability, overcoming any feelings of inadequacy and self-

stereotyping. Narrative interviews are a method frequently used to this 

end (Savickas, 1995; 2003; Admunson, 2003) in which individuals, with 

the help of their counsellor, slowly reconstruct their career paths, 

acquiring a sense of perspective and increasing reflexivity in career 

decision-making. Role-play activities can also be useful, as well as 

intercultural conflict resolution. 

Mentoring Offering individuals and groups support to help them overcome personal 

barriers and realise their potential. Mentoring activities are highly 

influenced by the skills, values, systems and personality of the mentor, 

as well as his/her ability to act as role model. Mentoring aimed at 

immigrants must be adjusted to the value frame of reference of the 

targeted culture. Providing culturally non-communicative role models, 

potentially offensive or meaningless for other cultures, will result in a 

non-effective and awkward experience. Successful mentoring is often 

achieved selecting role models from the respective immigrant 

communities (ósuccessful immigrantsô). 

Assessing Helping individuals to obtain an organised and structured understanding 

of their personal, educational and vocational development to allow for 

informed judgments concerning the relevance of opportunities 

presented (in work, training, etc.). There is an array of assessment 

methods, such as psychological tests (general aptitude test battery 
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(GTAB)) and skills portfolios. Although some of these methods are not 

overly influenced by cultural variables (such as identifying technical 

competences), others are, such as testing for personality types or types 

of intelligence. Care must be taken to account for cultural effectiveness 

of the tests and to derive meaning from their results to the individuals 

(such as vocational interests). Culturally sensitive value clarification 

methodologies should also be used. 

Teaching Planned and systematic progression of learning experiences to enable 

learners to acquire knowledge, skills and competences. In guidance, 

teaching is very much aimed at promoting the acquisition of career 

managing skills, with methods such as drafting CVs and job application 

letters, job search methods, time management techniques, and 

interpersonal communication techniques. The development of CMS can 

be important for migrants given their unfamiliarity with the receiving 

country's labour market conventions. They might also need to develop 

objective and self-critical attitudes toward settled habits and behaviours, 

to understand better the effect they have on others. This requires 

particular sensitivity of trainers to cultural differences and very 

comprehensive needs assessment to correctly target the sessions, 

carefully deciding what to do with whom, and when to do it. 

Sampling Providing work experience, work trials, learning tasters and other 

experiences that enable individuals to gain direct experience, thus 

clarifying their decisions. Job shadowing is a common method of giving 

people first-hand experience of professions. Sampling can be 

coordinated with teaching, by inserting sampling moments in training 

sequences or mixing training moments into sampling experiences. 

Frequently sampling can derive mutual interest for trainee and employer 

and lead to a traineeship opportunity in a firm and/or to employment. For 

migrants, this type of experience can be particularly important as a door-

opener into the world of work, also informing about aspects of the work 

culture that might be more or less in line with particular cultural 

valuations. Firms of immigrant entrepreneurs can provide excellent 

grounds to develop sampling experiences. 

Enabling Supporting individuals and groups in dealing with organisations that 

provide or influence employment and learning opportunities. For newly 

arrived immigrants, enabling can be of great importance, given linguistic 

barriers, low knowledge of the receiving country's institutions and the 

weakness of their social networks. Activities that are successful are 

often developed in cooperative structures involving organisations from 

education and employment sectors, as well as local authorities. 

Advocating Negotiating directly with organisations on behalf of individuals or groups 

who may face severe barriers in access to equal rights at work, 

education and training, housing, health services, support and benefit 

systems. Advocating is a step further than enabling and can be of high 

importance for immigrants. In this case, practitioners will effectively 

mediate many of the relations that immigrants will establish with a 

number of local agents and argue for their rights. This is not a role that 

guidance services always play in public services, it is more common that 

public provision is involved indirectly through cooperation with third 



Valuing diversity: guidance for labour market integration of migrants 

46 

sector organisations (Bimrose et al., 2011; Toparek et al., 2001). 

Following-up Keeping in touch with individuals after guidance interventions, to assess 

if further guidance is needed and of what type, direct outcomes from 

sessions, the career progress of individuals, opinion about services. 

Follow-up procedures can be at a distance, through telephone or online 

questionnaires. These are an important part of a quality assurance 

mechanism for guidance, given that they provide direct evidence of the 

effects of the service and the level of adequacy for different publics. A 

good follow-up system will be of great value in helping tune services 

provided to migrants. 

Networking Establishing links with individuals and organisations to support and 

enhance guidance provision. For immigrant communities this can be of 

great importance, since it addresses two fundamental points: 

coordination between public services/administrative levels to develop 

policy coordination (e.g. VET entities, councils and public employment 

service (PES)); capacity building in immigrant groups, by cooperating 

with immigrant associations to develop guidance skills among staff and 

help develop adequate methodologies. Networking also enhances 

knowledge about specific qualities and problems of immigrant groups 

(see feedback, below). 

Feeding back Gathering and collating information on the needs of individuals and 

groups and encouraging providers to respond by adapting their 

provision. Connected to networking, successful feedback mechanisms 

can be developed in migrant communities with direct involvement of 

those in the community trained to act as mediators. Focus groups 

resorting to moderators with cross-cultural skills also offer interesting 

approaches to feeding back. 

Managing Creating and implementing coherent guidance programmes, ensuring 

stability and development, while assuring relevance of provision and 

quality of material, knowledge and human resources, with regular and 

structured assessment. Management benefits from a solid QA system 

based on effective follow-up and feedback mechanisms. A very 

important aspect of management for migrant-targeted approaches is 

sustainability, since many initiatives are project-based, have limited 

financing and do not incorporate mechanisms that assure the retention 

of guidance methods by agents that can assure continuity of the 

provision. 

Innovating/ 

systems 

change 

Supporting the development of activities and underlying methodologies 

as well as management practices to improve the quality of provision. 

Sustained innovation requires the establishment of evidence bases with 

common criteria and is strongly related to regional and national level 

initiatives. 

 

As seen when analysing the case studies, guidance activities can be organised in 

many ways, with space for innovation. Although this list accounts for most of the 

activities developed, guidance processes can likely accommodate more. 
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Interventions will generally be adapted to context and to target group, with 

variable intensity and design for each activity. Below we provide a brief account 

of usual guidance settings according to context and target group. These 

categories are not mutually exclusive and are meant provide an initial mapping of 

potential intervention contexts. 

2.3.1. Reception: general procedure  

In most conventional processes, clients begin in a face-to-face guidance process. 

They are received at the front office where they are introduced to, and welcomed 

by, a counsellor. In this first stage, typically their needs are assessed, through 

several available methods, regarding their skills, opportunities, constraints and 

subjective perceptions. Following this stage, the counsellor will inform the 

immigrant about the labour market, legislation, housing, healthcare, education 

and training and other practical, pragmatic aspects of integration. Ideally this 

information should be targeted to the needs of the individuals, rather than 

generalised. After the information stage, the individual and the counsellor may 

work together on personal clarification, which will eventually lead to a personal 

career plan. This is not a definitive process and may include many variations, 

such as being only partially implemented or frequently scattered among different 

public and private providers. 

2.3.2. Language proficiency and cultural familiarity 

Many arriving immigrants have very low levels of ability in the host countryôs 

language. This is a strong barrier to accessing any learning possibilities, work 

placements or making use of any social support systems which may be available. 

One of the main interventions developed with the newly-arrived is assessing their 

language capabilities and assigning them to appropriate level language training. 

This type of provision may also assess the level of other key competences, such 

as mathematics and ICT usage, and provide corresponding initial courses. Low 

knowledge of the culture, its values, laws and conventions, as well as its 

systems, is also a limitation which many newly-arrived face. It is common for 

basic literacy training to be associated with general culture courses. These 

induction programmes may also have a component of information, signposting 

and basic career advice. 

2.3.3. Recognition and validation procedures 

Individuals carry their qualification, learning and work experiences from their 

place of origin. For these be valued and serve as signals in the labour market, 

they have to be recognisable by local employers, education and training 

providers. This requires that qualifications and skills are identified, documented, 
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assessed and certified. These services need to be correctly signposted, as they 

offer guidance both in the assessment of skills and in the development of 

motivation, context awareness and self-awareness, which should support the 

individual career choices to be made during the process (such as access to 

professional certification in a certain occupation). Assessment, information, 

advice and counselling are very important in such interventions, as is validation 

for experienced professionals already resident in the host country. The lack of 

skills visibility can be a reason for them working in a job below their skill level, 

frequently locked in to a career path below their potential.  

2.3.4. Counselling, information and career planning (general) 

This includes a range of services normally dominated by information, counselling 

and the development of CMS. This type of provision is frequently found in private 

or public employment services, local administrations and civil associations. It 

targets a diverse set of client groups, with focus generally on unemployed adults 

and youth transition into the labour market. In some cases the methodologies 

used will have adaptations to immigrant cultural groups (targeted information 

sessions, multicultural counsellors). Such services prioritise informing the 

individuals about their learning and work possibilities, and development of 

individual self-awareness through counselling techniques in which the 

assessment of own values, perceptions and needs plays a significant role in 

achieving progressive autonomy in career decision.  

There are many variations in these procedures, which can range from very 

short, limited information and short interview structures, to detailed narrative-type 

methodologies, assisted by a range of assessment tools. Assessments often lead 

to identification of CMS needs which can be developed in career training 

programmes. Guidance activities have different emphasis, depending on the 

clients and the context they are inserted in. With migrant groups, the 

development of job search techniques, CV building, interview attitudes, and 

recognising and avoiding discriminative behaviours may be to the fore. The 

development of a motivated, self-confident and culturally aware attitude may also 

be a fundamental component of interventions, once these needs are identified. 

Civil associations tend to develop strong advocating roles, extending provision to 

individuals of undefined or illegal status and directly supporting client interaction 

with institutions and organisation (such as schools, employers, social security). 

2.3.5. Youth services and interventions 

Youth services can be found in employment and civil services and are frequently 

inserted in formal learning environments, such as schools and VET providers. 

They have three strong functions: assisting informed and self-aware learning 
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choices, supporting the transition from training to work, and 

preventing/remediating educational disengagement.  

Guidance can help in the prevention of early dropouts by identifying risk 

factors and using approaches with parental involvement. They can also assist 

pedagogical adjustments to cultural characteristics by assessing learning styles. 

Student ownership and interest in their educational tracks can be promoted 

through assessment of potential, interests and aspirations. Mentoring and 

sampling of occupations can be promoted, to support reflexive vocational 

decision-making and successful learning.  

Assessment also plays a fundamental role in the recovery of early dropouts, 

once they are tracked. Relevant work experience and knowledge acquired during 

the period outside formal learning can be assessed and validated, contributing 

towards a qualification. Guidance can also help students regain interest in 

training and education and make more personally relevant and informed choices. 

CMS development can be especially promoted among these students and 

coherent personal career development plans can be devised with the help of 

counsellors (6).  

Other relevant guidance activities aim to increase migrant youth 

employability: job shadowing of professionals, preferably with migrant 

ascendancy who can also act as mentors/role models; reliable information about 

occupations/vacancies; support in finding internships and relevant professional 

networks; and job fairs. Guidance can also help students in finding less 

conventional paths to work, such as entrepreneurship, by assessing their 

entrepreneurial profile and providing advice and mentorship on start-up. 

The wider the gap between education and training providers and an 

individualôs culture and networks, the most likely it is that he/she will disengage 

from education and training. This is affected by diverse factors, such as the 

degree of cultural proximity between countries, the age of arrival in the country or 

the sociocultural background of parents. Much of the work with youth relies on 

bridging culturally-based perceptions of career and expressions of self in 

learning. Counselling may play a very strong role in these activities, confronting 

self and hetero-stereotyping and promoting more aware career decision-making. 

Resource to migrant role models and mentoring are frequent techniques in these 

activities, which acquire particular importance for the deconstruction of gender 

stereotypes (for both boys and girls) in choosing life-roles. Youth interventions 

are often made through career education, more than through counselling, with 

                                                                                                                        
(
6
) The óyouth reachô programme in Ireland is a good example.  

http://www.youthreach.ie/aatopmenu/AboutYR/about.html [accessed 18.3.2014]. 

http://www.youthreach.ie/aatopmenu/AboutYR/about.html
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more or less curriculum-based approaches (being treated as a subject or 

entrenched in subjects). This type of career education, however, raises important 

cross-cultural pedagogical issues with corresponding staff training demands. 

2.3.6. Activation of women 

Activation activities are generally aimed at increasing womenôs participation in 

learning and the labour market. They have effects over the community in role-

setting and are reported to combat directly poverty risk among immigrants. 

Immigrant women are frequently inactive either because they are attached to 

traditional life-roles, many times having migrated after their partners and 

assumed full responsibility for the household, or because they have professional 

skills which they are unaware of or incapable of signalling. Activation guidance 

has several strands to explore in identifying career potential, clarification of skills 

and needs and the generation of cultural self-awareness. CMS development 

courses are often a part of womenôs activation and practices are linked to 

validation procedures (with bridging courses leading to a qualification). 

Sometimes professionally successful immigrant women act as role models in 

activities. 

2.3.7. Web-based services  

Web-based services targeted at migrants can provide information about the host 

country administrative entry procedures, recognition processes, learning and 

work opportunities, language courses, culture, housing, and health and social 

support systems. These services can be available in several languages and can 

also incorporate self-assessment tools, related to admission or other criteria. 

They may also help in experience exchange or access to trained online 

counsellors. 



Valuing diversity: guidance for labour market integration of migrants 

51 

CHAPTER 3.  
Demography and social-economic context 

3.1. European countries and immigration 

European countries have had different historical relationships to migration, with a 

basic distinction between the following three groups: 

(a) countries with a strong tradition in receiving immigrants; 

(b) countries which have recently joined the EU; 

(c) countries which evolved from emigration to immigration countries. 

3.1.1. Countries with a strong tradition in receiving immigrants 

Those countries which traditionally have received immigrants in Europe are 

generally post-colonial countries, or countries with large intake of migrants 

generated by post-war political and economic processes. This group includes 

Germany, France, Austria and the United Kingdom.  

France has had economic immigrants from its former colonies since the 19th 

century, especially from Algeria, Morocco, and Tunisia, together with a more 

recent (second half of the 20th century) intake of Portuguese, Spanish and sub-

Saharan African migrants. Immigration control has become progressively tighter 

since the 1970s. 

The United Kingdom has fundamentally admitted citizens from the British 

Commonwealth (especially from India and Pakistan) in the post-war period, to 

compensate for severe labour shortages. Immigration law has become 

progressively more stringent since the 1980s. 

Germany has also had a strong intake of immigrants in its post-war period, 

due to movements of refugees and displaced persons to both eastern and 

western Germany. During the 1940s and 1950s, mass migration occurred from 

the east to the west. From the 1960s to the 1990s, Germany experienced a large 

intake of citizens from south European countries, the Maghreb countries and 

Turkey. 

Austria was a destination for many political refugees from east European 

countries during the cold war period, such as Hungary, former Czechoslovakia, 

Poland, former Yugoslavia, as well as Russia and middle-eastern countries such 

as Afghanistan. In recent decades it has also become a destination for economic 

migrants, namely from Turkey and former Yugoslavian states. 

Portugal can also be considered part of this group, although it has 

traditionally been a country characterised for both immigration and emigration 

(especially to France, Germany and South America). During the 1970s and 
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1980s there were strong inflows from Angola and Cape Verde, with a more 

recent period marked by the intake of Brazilian and Ukrainian citizens.  

3.1.2. Countries which have recently joined the EU 

These countries include most of the EU countries formerly integrated in the 

USSR. In many of these countries, immigration is a recent issue, which has 

created a pressure for legal response and the adoption of a minimum integration 

strategy. Estonia and Latvia are the most typical examples, with a significant 

percentage of their population originating from diverse areas from the former 

USSR. The Czech Republic, the Slovak Republic and Hungary have also faced a 

recent increase of migrant inflow (mainly refugee applications from ex-

Yugoslavian citizens, in Hungaryôs case). 

3.1.3. Countries which evolved from emigration to immigration countries 

This is the case of southern Europe states, such as Greece, Spain, Italy and 

Malta. Ireland can also be included in this group due to its recent growth of 

asylum applications and strong flows of economic immigrants from Poland and 

Lithuania. Greece, Spain, Italy and Malta have experienced a strong rise in the 

intake of third-country nationals, mainly from the Maghreb region and Turkey 

since the late 1980s. Greece and Italy are frequently seen as entry door 

countries to Europe due to their geographic proximity to northern Africa and to 

Turkey (in Greeceôs case), being frequent targets for illegal immigration. 

3.2. Immigrant population characteristics 

3.2.1. European demographics, flows and origins 

The European Union is presently experiencing a tendency for negative growth in 

its natural active population, though this is compensated by an intake of third-

country immigrants.  

Eurostat data (Europop) foresee a clear tendency for long-term (2060) 

reduction of the EU population of around 50 million people, if migrations flows are 

excluded. Conversely, the same projections account for an actual growth of the 

population of about 20 million, relative to its natural basis, if migration is 

considered. 
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Figure 2 Population projections in the EU-27 with and without migration 
(millions) 

 
Source: Eurostat, Europop 2010 database. Online data code [proj_10c2150a]. 

 

Table 3 Population projections in the EU-27 with and without migration 
(absolute values) 

 2015 2020 2030 2040 2050 2060 

With 

migration 
508 234 690 514 365 687 519 109 103 524 536 969 525 624 613 521 034 357 

Without 

migration 
502 309 059 501 084 201 497 436 030 484 806 777 467 248 897 443 841 544 

Difference 5 925 631 13 281 486 30 537 302 49 007 540 67 797 584 86 378 549 

Weight of 

migration 

in growth 

of natural 

population 

1.18 2.65 6.21 10.28 14.86 20.06 

Source: Cedefop calculations made from Eurostatôs database EUROPO2010, online data code 
[proj_10c2150a]. 

 

It is worth noting that short and medium-term projections already highlight 

considerable differences between the two growths lines, stressing the urgent 

need to understand and address this dynamic from a policy action standpoint. 

One immediate concern is the possibility of labour shortages, especially of 

qualified labour, in the face technologically-biased economic growth. This raises 

four fundamental questions: 
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(a) will European markets be open enough and have adequate mechanisms at 

work to allow for stable and peaceful integration of the arriving labour force? 

(b) what are the most fragile groups, in need of greater support for their labour 

market integration? 

(c) will the incoming labour force have access to skills and qualifications that:  

(i) respond to their integration needs? 
(ii) respond to needs of the receiving country's employers? 

(d) will the qualifications and skills held by the immigrant population critically 

contribute to growth of the economies? 

The reasons for issuing first residence permits for Europe to third-country 

citizens clearly reflect economic motivation. Figure 3 shows that, family 

reunification drives 30% of the permits issued, followed closely by permits to 

develop remunerated activities (25%). 

Figure 3 First residence permits by reason ï EU (%); 2011 

 
Source: Eurostat, population statistics from available data. Online data code [migr_resfirst]. 

Between 2004 and 2008, the EU population increased, on average, by 1.7 

million per year, due to net migration. In 2008, despite the impact of the 

economic crisis and a corresponding fall in immigration to the EU, net migration 

was still responsible for 71% of the total population increase (Eurostat, 2011b).  

The economic crisis had an effect on the inflow of third-country immigrants, 

visible in a reported lowering of residence permits issued for remunerated work in 

most EU countries. This fall was higher than 40% in some cases, between 2008 

and 2009 (European migration network, 2012). This impact was also reflected in 

the indicators of illegal immigration, such as the number of refusals of entry and 

apprehensions at EU borders, which also lowered significantly (-21% and -7%, 

respectively) (European migration network, 2012) during the same period. The 
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fall in the inflow of migrants persisted until 2010, followed in 2011 by a new 

increase.  

This immigration is also considerably younger in its structure than the 

average of the EU countries, as shown in the population pyramids below (Figure 

4). This shows among immigrants a significantly higher concentration of the 

population in the age cohorts between 25 and 39, when compared with the 

general population. 

Figure 4 Age structure of the population and of immigrants (%) in 2011, EU-27 

General population Third-country immigrants 

 
 

 
Source: Cedefop calculations and graph, starting from available data in Eurostatôs population statistics and 

labour force survey. Online data code [demo_pjangroup] and [migr_pop1ctz]) Eurostat, 2011d. 

Looking at immigrant inflow to Europe, we notice that the bulk of foreign 

nationals residing in Europe are concentrated in a relatively small number of 

countries. The top five host countries ï Germany, Spain, France, Italy and the 

United Kingdom ï have more than 77% of the immigrant population. Germany 

clearly leads as a host country, with over 4.5 million third-country nationals, 

followed by Spain and Italy, both with over 3.1 million. 
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Figure 5 Top 10 host countries, 2011 

 
Source: Eurostat, population statistics ï population by citizenship. Online data code [migr_pop1ctz]. 

Table 4 illustrates the composition, in large groups, of the EU country 

population according to their birthplaces. First, it shows a very relevant presence 

of third country-born in many European countries. Second, with a few exceptions, 

this share is already noticeably higher than the share of foreign EU-born 

residents. 

Citizenship data reveal similar tendencies to country of birth data. The 

proportion of third-country nationals varies from country to country, but they 

usually constitute the majority component of the immigrant population. 

Exceptions are Cyprus, Luxembourg and Switzerland due to a high proportion of 

European non-nationals working amidst a relatively small host population.  

Some countries reveal in their population structure the effects of proximity to 

other EU or extra-EU areas. Estonia and Latvia have a strong proportion of 

Russian population, who have traditionally worked in those countries, even after 

the fall of the USSR. Belgium and Ireland have a relatively small proportion of 

third-country immigrants, due to the strong presence of United Kingdom nationals 

in the first case, and of Dutch nationals in the second. 

Eurostatôs long-term projection for the foreign component in the European 

population shows an increase in most countries. This tendency is stronger in 

south European countries (Greece, Spain, Italy and Portugal), in some traditional 

destinations for immigrants, such as Austria and the United Kingdom, and in 

some relatively new cases such as Sweden.  
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Table 4 Composition of population in 2011 by country of birth (%) 

 
Declaring 
country 

Foreign 
country 

Foreign  
EU-27 

Foreign third 
countries 

Belgium 85.19 14.81 7.03 7.77 

Bulgaria 98.93 1.07 0.33 0.74 

Czech 
Republic 

96.32 3.68 1.18 2.51 

Denmark 90.69 9.30 2.89 6.41 

Germany  87.10 12.00 4.11 7.88 

Estonia 83.73 16.10 1.34 14.76 

Ireland 86.61 12.42 9.69 2.73 

Greece 88.90 11.10 2.80 8.29 

Spain 85.80 14.20 5.07 9.13 

France 88.79 11.21 3.27 7.93 

Italy 91.17 8.83 2.84 5.99 

Cyprus 76.29 23.10 12.53 10.56 

Latvia 85.00 15.00 1.64 13.36 

Lithuania 93.59 6.41 1.00 5.40 

Luxembourg 67.01 32.49 26.91 5.59 

Hungary 95.56 4.44 2.99 1.45 

Malta 92.53 7.47 3.87 3.60 

Netherlands 88.78 11.22 2.70 8.52 

Austria 84.44 15.47 6.29 9.18 

Poland 97.88 1.43 0.61 0.82 

Portugal 92.43 7.57 1.96 5.61 

Slovenia 88.85 11.15 1.03 10.12 

Finland 95.38 4.52 1.61 2.92 

Sweden 85.29 14.70 5.13 9.57 

United 
Kingdom 

88.37 11.59 3.74 7.86 

European 
Union (27 
countries) 

88.99 9.72 3.28 6.45 

Source: Eurostat, population by country of birth. Online data code [migr_pop3ctb]. 
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Figure 6 Long-term (2060) projection of immigrant component in European 
populations (%) 

 
Source: Cedefop calculations departing from Eurostatôs Europop 2010 database. Indicator calculates the 

difference between the long-term projections of population with and without migration and divide that 
difference by the projection of the total population with migrations. 

Spain (28.1%) and Italy (30.6%) have significant long-term projections. 

Germany, in spite of not standing out in this indicator, due to its large host 

population, has a large absolute long-term projection of 8 million immigrants.  

The proportion of foreign-born with the receiving countryôs citizenship tends 

to vary according to its immigrant integration policy. Such policies take into 

account several elements, such as the conditions of the labour market, the 

qualification levels of immigrant individuals, and the cultural characteristics of the 

immigrant population. In general this is a pressing issue for third-country 

nationals, who constitute around 90% of the requested citizenships granted 

inside of the EU countries (Eurostat, 2011b).  

In 2011, most full citizenships were granted in Germany (109 600), Spain 

(114 500), France (114 500), Italy (56 100) and the United Kingdom (177 500). 

Only in two countries were the majority of new citizenships granted to citizens of 

another EU Member State: Hungary (to Romanians) and Luxembourg (to 

Belgium, German, Italian, and Portuguese).  
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Figure 7 Main previous citizenship of persons acquiring citizenship of an EU-27 
Member State, (absolute values) 2011 

 
Source: Eurostat, acquisition of citizenship. Online data code [migr_acq]. 

 

In 2011 the most representative groups to acquire citizenship of an EU 

Member State were former citizens of Morocco (64 700), Turkey (50 900), 

Ecuador (33 800), India (32 000), Romania (26 200) and Albania (25 700). 

France granted 32.6% of all citizenships acquired in the EU-27 by Moroccans; 

the figure for Spain was 22.4%. Germany granted 58% of those acquired by 

Turks, Spain 95% of those acquired by Ecuadorians, the United Kingdom 83% of 

those acquired by Indians, Greece granted 60% of those obtained by Albanians. 

The historical background of the migration flow of each country generates 

specific contexts. There is a distinction in the cultural diversity deriving from the 

ethnic origins of the population between two situations in the countries with a 

high intake of third-country nationals: countries where the immigrant groups (with 

or without host citizenship) share a certain cultural and linguistic proximity ï the 

case of many of the traditionally receiving countries ï and countries where the 

departure and receiving culture are substantially different or without any great 

previous mutual exposure. 

Available statistics about the stocks and flows of immigrants are not always 

consistent across countries: sometimes only grouped data are available 

concerning birthplace or citizenship of the population; breaks in series occur with 

changes migration regulations; or the weight of irregular migration is high and 

unreported. Nevertheless, we can get close to describing the reality from the 

available sources. 
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One interesting variable to explore is the number of first residence permits 

per nationality, since this is generally available and gives an approximate idea of 

the current composition of the inflow of migrants to each country. It is also likely a 

realistic one, if we consider that many instances of illegal status only occur after 

the first permit expires. 

Figure 8 Estonia: first residence permits by nationality of third-country citizens 
(%), 2011 

 
Source: Eurostat, first residence permits. Online data code [migr_resfirst].  

As shown in Figure 8, most of the residence permits given to third-country 

nationals in Estonia were requested by citizens of ex-USSR states such as the 

Russian Federation, Ukraine, Belarus and Georgia, which together account for 

over 66%. This is entirely to the position in Latvia, with slight differences in its 

composition. The percentage rises if we consider that the status of recognised 

non-citizens is essentially attributed to individuals originating from the ex-Soviet 

states, providing them with limited rights to develop activities in the receiving 

countryôs territory. 

In Estonia and Latvia, although there may be cultural differences between 

the native population and the immigrants from Russia or Ukraine, there is historic 

proximity and the language barrier does not carry significant weight, due to the 

legacy of compulsory Russian as a school subject. Nevertheless, proficiency in 

the native language is a growing requirement for integration in these countries. 

In countries such as the United Kingdom (with immigrants from south-

eastern Asia, Jamaicans and Africans), France (immigrants from Maghreb and 
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Central Africa) and Portugal (Brazilian and Portuguese speaking Africans), 

although substantial cultural differences might exist, there is a shared colonial 

past and consequent moderate impact of linguistic barriers. As seen in residence 

permits data, most of the flow to these countries is of citizens from countries with 

a shared historical past.  

Figure 9 France: first residence permits by nationality of third-country citizens 
(%), 2011 

 
Source: Eurostat, first residence permits. Online data code [migr_resfirst]. 

Even so, these countries tend to converge to a more mixed pattern where 

post-colonial heritage encounters groups which previously were not so 

represented. The United Kingdom is also an interesting example, as the resident 

immigrant population combines traditional third-country communities resulting 

from the post-war flows (essentially south-eastern Asia) with more recent flows, 

essentially from Poland. Portugal is a similar case, with a relevant inflow of 

citizens from Ukraine and the Russian federation. 

Spain has a large proportion of its immigrants originating from Spanish-

speaking South American countries, but in recent years this has become more 

significant along with the addition of a new community with reduced cultural ties 

to the country, especially from Morocco. 
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Figure 10 Spain: first residence permits by nationality of third-country citizens 
(%), 2011 

 
Source: Eurostat, first residence permits. Online data code [migr_resfirst]. 

 

In countries with limited historical connections to some of their most 

prominent immigrant communities, language and general culture tend to 

constitute issues of concern for integration. Italy is another example of a country 

with this type of immigrant profile: over 400 000 northern Africans reside Italy, in 

relatively recently formed communities. 

We have focused on cases in which the immigrant groups share a certain 

cultural and linguistic proximity and those where the departure and receiving 

culture do not have significant previous mutual exposure. A third distinction 

concerns the existence of long-standing resident communities of foreign origins, 

which have established strong social and family networks as well as immigrant-

support organisations in the receiving countries. These communities often have a 

high number of children born in the receiving country, which have benefited, from 

an integration standpoint, from full educational and training within the host 

culture. Germany has around 1.8 million citizens with Turkish origins, in long-

standing communities, spreading to the third generation of residents, most of 

these already with German citizenship. 
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Figure 11 Origins of foreign-born Italy (%), 2011 

 
Source: Eurostat, population by country of birth. Online data code: [migr_pop3ctb]. 

 

The Moroccan community in Spain should be distinguished from the 

Maghrebian communities in France for such reasons. It should also be 

distinguished from Turkish communities in Germany, the Netherlands and 

Austria, where a history of the community has allowed for the establishment of 

stable networks. Such communities already have second generations with the 

receiving countryôs nationality. Some integration issues may, nevertheless 

persist, even among such individuals and be at the root of problems such early 

drop-outs or long unemployment periods. 

There are also óinvisibleô communities of third-country immigrants, essentially 

from North America. Although this community is significant in a number of 

countries across Europe, they belong in general to affluent tiers of society, with 

high qualifications, good access to work and business and relative ease in social 

integration. 

It is also worth noting the increase, in recent years, in the inflow of migrants 

from China and Asia in general (OECD, 2012). The effects of this flow are 

illustrated by the weight of the Chinese community ï 7.7% in the pie-chart of the 

foreign-born population structure in Germany in 2011 (Figure 12). 
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Figure 12 Germany: first residence permits by nationality of third-country citizens 
(%), 2011 

 
Source: Eurostat, first residence permits. Online data code [migr_resfirst]. 

 

Some countries have been regular destinations for refugees and asylum 

seekers and the structure of their immigrant communities is well reflected in the 

residence permits data. In Austria, for example, over 30% of first residence 

permits in 2011 were attributed to citizens from former Yugoslavian states. 

Sweden is also high on the list of States that refugees and asylum seekers 

choose, seen in the citizens with origins in places where there has been a recent 

history of armed conflict or political persecution, such as Afghanistan, Iran, Iraq 

and Somalia. 

3.2.2. Education outcomes 

Evidence shows that children of foreign-born parents have, on average, lower 

education results than the children of nationals (Eurostat, 2010; OECD, 2009; 

OECD 2012). The results of the children of foreign-born parents born abroad 

(young migrants) are, on average, worse than the results of the children of 

immigrants born in the receiving country (OECD, 2009) (7), accounting for the 

effects of schooling, socialisation and stronger mastery of the local language (8). 

                                                                                                                        
(
7
) This observation is strongly supported by cognitive testing results in PISA data. 

(
8
) As a general case, also, children born in the receiving country tend to receive the 

nationality of the country of residence, thus benefiting from full national rights. 
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Table 5, however, shows that, in the EU, for higher levels of education, third-

country born are not significantly far from nationals. The imbalance is clearer in 

lower levels, where we find 38% of the third-country born against 21% of the 

native-born in the EU. The imbalance in lower levels of educational attainment is 

particularly strong in south European countries such as Greece, Italy, Portugal, 

and Malta, which have a very high proportion of low-qualified and a very low 

percentage of immigrants with higher education among the third-country 

immigrants (only 12% in both Greece and Italy). 

Figure 13 Sweden: first residence permits by nationality of third-country citizens 
(%), 2011 

 
Source: Eurostat, first residence permits. Online data code [migr_resfirst]. 

 

It should be noted that the closing gap between the native population and 

the third-country born in higher education is a recent trend; it may be related to 

policy initiatives aimed at attracting highly qualified labour, such as the blue card 

directive (2009). Figure 14 shows the convergent lines of higher education 

between the two groups, between 2009 and 2012. 
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