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1. The RESOURCE project 

This report will illustrate the positive contribution that refugees
 can make to current and projected labour market needs in Europe. Most refugees come from urban settings and have a good level of education. Many hold academic or professional qualifications and have considerable work experience. They are highly motivated and employers who have recruited refugees report being very satisfied with their work performance.  

The report summarises the findings of a European wide research project called RESOURCE (Refugees’ Contribution to Europe), carried out by a partnership of fourteen agencies and funded by the European Refugee Fund. The project analysed elements, practices and policies, which have contributed to refugees’ participation in the European labour market from refugees’ point of view. It focussed on how refugees’ prior skills, qualifications and working experience are being utilised in sectors of the labour market that are experiencing skills shortages in most EU countries (such as Health and Social Care, IT and Engineering).

Through desk research and in-depth interviews with up to 25 employed refugees in each EU member state
, the project gives insight into the various factors that have contributed to (or obstructed) refugees’ integration in Europe
. Considering the high levels of unemployment and under-employment among refugees, it is clear that refugees' potential is at present under-utilised by employers. To tackle this waste of human resources the project will describe successful pathways to employment and show how the many barriers refugees encounter can be overcome. 

The results are presented in fourteen country reports and this overall summary. We hope that our findings will be an inspiration for:

· employers to recruit refugees and to take into account the skills, qualifications and work experience they brought with them into exile;

· refugees to take the initiative, build their confidence, and find suitable employment;

· educational institutions to improve refugees’ access to their programmes and develop tailor-made programmes that take into account refugees’ prior learning; 

· registering bodies to adopt more flexible rules for refugees’ recognition of qualifications;  

· NGOs and mainstream organisations to provide better support for refugees;

· policy makers at a national and European level to implement more successful integration policies that will create real opportunities for refugees to become self-sufficient.

As a result of demographic changes Europe will be increasingly in need of foreign labour to sustain economic growth. Across Europe, employers are experiencing difficulties recruiting staff at both skilled and unskilled levels. At the same time, the European Union receives over 350,000 asylum applications per annum. It makes good economic and social sense to better utilise this potential pool of skilled labourers. 

2. Labour needs in the EU 

2.1 The impact of immigration on employment

On June the 3rd 2003 the European Commission issued a Communication on Immigration, Integration and Employment. This stressed that, while immigration should be recognised as a source of cultural and social enrichment (particularly by contributing to entrepreneurship, diversity and innovation), its economic impact on employment and growth is also significant, as it increases labour supply and helps cope with bottlenecks. In addition, immigration tends to have an overall positive effect on product demand and therefore on labour demand.

Studies from across the world (for example, the ILO, the IMF and the OECD) generally confirm that immigration has a number of positive economic effects. For instance, it is now acknowledged that immigration into the US represents one of the explanations for the economic boom period of the 1990's, where average annual employment growth stood at 1.5% and overall economic growth at more than 3%. Furthermore, it seems that the large waves of legal and illegal immigration into the US since the late 1980s are the main reason why the ageing trajectory of the US population has markedly improved in comparison with Europe, and is now substantially different. 

2.2 Immigration trends in the EU

The key components of immigration are immigration for employment, family reunion and search for asylum. In the post-war period, immigrants were recruited abroad through targeted schemes and bilateral agreements – often with countries related with the host country through historical links – to work in industries for which a sufficient number of nationals could not be recruited. This type of labour migration is generally considered to have stopped after the oil crises in the 1970s. The intention of the post-war schemes that labour immigrants would eventually return home did not work as planned. Many stayed in Europe bringing their families to join them. In the last two decades, family reunion, also called secondary migration, has contributed strongly to immigration in the EU. Since the 1990s, asylum seekers became a substantial component of foreign migration influx into Europe, making up around one third of the total migration to the EU.   

2.3 The impact of demographic change on employment

The significance of demographic developments for employment growth can be illustrated through a projected scenario. This incorporates the Lisbon target of a 70% employment rate by 2010 and a constant rate of employment afterwards. In such a scenario, an overall decline of employment could be expected after 2010 (see graph below) and the fall in the number of employed people between 2010 and 2030 would be in the order of 20 million workers for the expanded 25 country EU (EU-25). In an alternative scenario where the employment rate rose above the 70% target after 2010 to reach 75%, the decrease in the volume of employment would occur anyway, but at a later point in time and it would be smaller. This fall in employment expected in these scenarios with constant employment rate as of 2010 or 2020 cannot be reversed by (unexpected) increases in fertility rates, as it would take more than two decades for "new baby boomers" to reach their working age and contribute to the growth of total employment.

Scenario of future employment levels (EU-25, period 2000-2030)

Total employment (in millions) assuming an employment rate of 70 % in 2010 and for the following period until 2030 
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The decline in the total volume of employment implies a negative contribution of employment to economic growth since the latter is the combined impact of employment and productivity growth. 

2.4 Labour market shortages 

Some effects of the changing demographic and skills structure of the working-age population are already noticeable
. Although they are difficult to measure and to monitor, labour shortages have increasingly been reported over the recent economic cycle and they tend to remain in spite of economic downturn. Below, we will analyse (projected) labour market shortages in Health and Social Care, IT and Engineering, sectors in which many migrants, particularly refugees, have skills, qualifications and work experience.  

2.4.1 Health and Social Care

The number of elderly persons in Europe will grow dramatically in the next decades, from 61 million persons aged over 65 in 2000, to an estimated 103 million in 2050. This will lead to an increasing demand for care, which will coincide with a steady outflow of medical staff due to retirement. The strain on care provision will be aggravated by the disintegration of informal care networks, mainly composed of family ties, particularly in Southern European countries. The increase in employment among women, who up to now have been the main informal providers of this kind of support, combined with the shrinking of family structures, limits the availability of informal care as a possible resource to overcome gaps in care provision
. For example, in the Netherlands, it is expected that in ten years time there will be a shortage of 10,000 general practitioners (GP). In Portugal, the foreseen retirement of 12,152 medical doctors until 2021, a figure that represents almost half of the total number of doctors available in 1998, seems to pose a major threat to service sustainability. 

2.4.2 Information Technology 

According to the European Commission, the economic slow-down initiated in 2001, which particularly affected some IT sectors such as IT manufacturing and communications, should not obscure the persisting overall IT skills shortages. A recent analysis shows that the majority of workers recently dismissed in the IT sector
 were low-skilled professionals, while specialists were considerably less affected. A frequently cited estimate by the European Information Technologies Observatory (EITO) 
 foresaw that unfilled IT and e-Business vacancies in Western Europe were likely to rise from 2.2 million in 2001 to 3.7 million in 2003 (of which 1.7 million IT skills and 2.0 million e-Business skills). This estimate was revised downwards in mid 2001 to 1.1 million IT skills in 2002 growing to 1.6 million in 2004. Should no action be taken as the market recovers, Europe will find itself in the same situation of pressing IT skills shortages experienced before the economic downturn
.

2.4.3 Engineering

The recent economic slow-down has also had a tempering effect on the demand for engineers. Nevertheless, several countries report shortages of skilled engineers. In Belgium, for example, in 2002, there was a shortage of engineers in the following specialisations: architecture and construction, electricity, mechanics, electro-mechanics, environment and safety. In the United Kingdom, in 2003 the shortage list contains electronic and optical, railway, structural/bridge, transportation /highways and aircraft engineers. However, in other countries, for example Greece and France, the engineering sector is at present highly competitive with newly qualified engineers facing high unemployment rates.

2.5 EU response to labour market shortages 

To respond to these challenges, the EU must first and foremost mobilise its current human resources, including migrant workers residing in the EU. However, as the problem of labour shortages tends to increase, this will put into question the ability of EU labour markets to deliver jobs in sufficient numbers to meet the increased demand for labour.

In the short run, labour migration may help reduce the labour shortages experienced, notably in information and communication technologies, in advanced technologies or in health care. The experience of the recent past, in which some sectors have been consistently reporting labour shortages (such as IT, health services and construction), shows that it is not necessarily easy to fill these shortages by tapping into the local labour force. In the medium run, labour shortages are going to be reinforced and needs may well develop across the board, including highly skilled jobs. The main challenge will be to attract and recruit migrants suitable for the EU labour force to sustain productivity and economic growth. In the context of increasing skills gaps and mismatches, which require time to be overcome, it is becoming recognised that economic immigration can play a role in tackling labour market imbalances, provided the qualifications of immigrants are appropriate.

Governments should increasingly recognise that a more pro-active and forward-looking approach to immigration is needed to facilitate integration into employment. Indeed, unless a more open approach is taken to legal immigration, the EU may be faced with increasing pressures, running the risk of increased illegal immigration. Several EU countries have already initiated specific programmes or introduced changes in their regulations to facilitate access to their labour markets for skilled immigrant workers, in particular for highly skilled workers such as medical doctors, researchers and software engineers. Some countries are also considering selective employment-related immigration policies to alleviate labour shortages, although the objectives and procedures may differ significantly from one country to another. 

It will be of great importance to realise the potential benefits of immigration and to facilitate the integration of immigrants through better policies on immigration and integration at local, regional, national and EU level.  

3. Refugees’ integration into EU labour market 

3.1 Asylum policies

An asylum seeker is a person legally living in a country whilst waiting for a decision on an application for refugee status. All EU countries have an obligation to consider all applications for asylum under the 1951 UN Convention relating to the Status of Refugees. Each application for asylum is considered on its individual merits to determine whether the applicant has demonstrated a well-founded fear of persecution in his or her country for reasons of race, religion, nationality, membership of a particular social group or political opinion.

In most EU countries three are possible outcomes:

· The applicant is recognised as a refugee and is granted asylum 

· The applicant is granted Humanitarian or Temporary Protection 

· The applicant is refused asylum and has the right to appeal against this decision.

Integration is closely related to legal status granted to persons in need of protection. At present, most European countries have low recognition rates
 and grant inferior statuses (such as Humanitarian or Temporary Protection) to persons not falling within an often limited or even restricted interpretation of the 1951 Refugee Convention definition. These statuses carry limited socio-economic rights, as well as restrictions on family reunification – often a key prerequisite for integration. 

“A refugee is a person with a well founded fear of being persecuted for reasons of race, religion, nationality, membership of a particular social group or political opinion.....” (Convention Article 1A)

3.2 Asylum statistics

More than for other migrants, the asylum seekers’ reasons for coming to the EU are ‘push’ factors, such as persecution, civil wars, oppressive conditions, and more generally, severe economic and social shocks and dislocations. These circumstances are reflected in the countries of origin of the biggest refugee communities (such as F.R Yugoslavia, Iraq, Afghanistan, Turkey, Somalia, Sri Lanka, Iran and the Russian Federation).

Since 1982, the EU received over six million asylum requests, Germany dealing with almost one third of all applications. After the war in ex-Yugoslavia, which led to high numbers of asylum applications in the early 1990s (over 500,000 in 1992 and 1993), the number of asylum applications in the EU has been stable from 1999 to date at just under 400,000 asylum applications per annum. 

In 2002, the United Kingdom received the most asylum applications in Europe, followed by Germany and France, but Austria, Sweden and Ireland rank top when the size of populations is taken into account (respectively 4.6, 3.7 and 3.1 per 1,000 inhabitants in 2002). Due to more restrictive asylum policies, the Netherlands and Belgium saw remarkable decreases in the number of asylum applications. However, the more restrictive asylum policies in Western European countries did not reduce the overall number of asylum applications in the EU.  


3.3 Refugees’ entitlements to work

In all EU countries, recognised refugees are entitled to work and have similar rights as nationals. However, some jobs might be exempted and could require citizenship. In the United Kingdom, for example, this is the case for certain jobs in the civil service where the employee has access to confidential ministerial information. In Austria, provisions in the trade law prevent refugees from starting their own business in some sectors. Those with humanitarian or temporary protection are also allowed to work, but there may be restrictions regarding the starting date or length of the work permit. In Germany, for example, they can only apply for a work permit after one year residency. 

In most EU countries asylum seekers are not allowed to work
 or can only apply for a work permit after a certain time period
. In Belgium
, Greece and Finland, asylum seekers are entitled to work, but this does not necessarily mean that they have good levels of participation in the labour market. Asylum seekers with permission to work do not often have access to employment support, they may encounter administrative problems with work permits and potential employers might be more hesitant of taking on asylum seekers because of their insecure status. Moreover, negative media reports comparing asylum seekers with ‘illegal immigrants’ may make them more cautious of taking on an applicant who is a refugee. 

Obviously, lack of access to the labour market during the initial period of arrival seriously hinders integration in the long term. Article 11 of the EU Directive
 (adopted by the European Council on 27 January 2003), laying down minimum standards in reception of asylum seekers requires that “Member States shall decide the conditions for granting access to the labour market, if a decision at first instance has not been taken within one year of the presentation of an application and this delay cannot be attributed to the applicant”. This Directive, aiming to make reception standards for asylum seekers more consistent across the EU, should be implemented by Member States the 6th of February 2005. Article 19.2 should ensure that asylum seekers have access to the labour market no later than one year after submitting their asylum claim, but preferably in the earliest possible stage.

3.4 Refugees’ skills and qualifications

Reliable statistics on refugees’ qualifications are scarce, but previous studies in various countries have pointed out that many refugees are qualified professionals such as medical doctors, nurses, engineers, teachers, academics, accountants, etc. In contrast to the majority of post-war immigrant groups, they have, on average, more often completed secondary or higher education in their countries of origin.  

In a number of countries, governments and NGOs are undertaking initiatives to get a better understanding of refugees’ skills, qualifications and employment history. This data would be extremely useful for assessing refugees’ training needs and improving employment strategies, for example by developing tailored training programmes for refugees. In the Netherlands, for example, a dossier is formed during the asylum procedure with relevant information on educational background and working experience that can be used as input for their further integration once refugee status has been obtained. The system needs improving to allow a thorough, early assessment of qualifications and skills to determine what preparation is required to get a suitable job (such as language and vocational training). 

3.5 Unemployment and underemployment among refugees

Across Europe, refugees have great difficulties finding employment. There are no exact figures available (these statistics are not systematically gathered), but all country reports for the Resource project conclude on the basis of various research that refugees face high levels of unemployment. Where refugees are working, it is often well below their capability. Many highly qualified professionals work in unskilled casual jobs not related to their qualifications: doctors, lawyers, teachers and lecturers were, when employed, are found to be working as, for example, cleaners or sales assistants.
In Greece, Italy and Spain, various non-governmental organisations that assist refugees with reception and integration programs suggest that many refugees are engaged in the informal sector, doing seasonal manual jobs that nationals do not want to do (for example in agriculture, the catering business or tourist industry). The lack of welfare policies and lack of adequate housing support forces refugees to accept any job in order to survive and provide for their families. In Greece, non-governmental organisations are currently recording refugees’ employment activities under the Equal Initiative (see 3.7).  A survey in Ireland by the Irish Business and Employer’s Confederation (IBEC) found that people with refugee status are more likely to be employed in the Hotels and Catering, Electronics/Telecommunications and Retail sectors
.  

3.6 Specific situation of refugees  

The integration of refugees into the labour market is closely related to the situation of other migrants. However, unlike other migrants, refugees were forced to leave their countries because of fear of persecution, imprisonment or torture. They often end up in their country of reception by chance and have no idea how long they will stay. Labour migrants are usually issued a residence permit immediately and can start working at once. Refugees first have to wait until a decision has been reached about their request for asylum before they can really settle down. 

Depending on the host country, the country of origin and the asylum claim, this procedure could last many years – a time which asylum seekers often have to spend in difficult circumstances, for example in reception centres with little privacy, with serious financial constraints and few opportunities for personal development or jobs. Clearly, this long waiting period in uncertainty and inactivity has a damaging influence on refugees’ self esteem and confidence, whilst their psychological well-being may well have already been affected by past traumas they have yet to come to terms with.

In addition, refugees often do not have support networks of family or friends. They often feel isolated, need time to adapt, and lack information about training and employment possibilities. Some were not able to bring their certificates or diplomas and face additional difficulties in proving their educational background. Therefore, refugees need specific support to integrate successfully in the host societies.

3.7 Employment support for refugees

In most EU countries, there are no employment policies specifically aimed at refugees. Instead, governments’ employment strategies for refugees are often part of broader policies for the unemployed or incorporated into integration policies for ethnic minorities and immigrants. Specific support for refugees is provided by many non-governmental organisations. Their services comprise among others material and housing support, legal assistance, advice and guidance on training and education, job search support, language courses and financial support for vocational training and higher education.

Due to the rise of anti-foreigner sentiment throughout Europe, fuelled by negative portrayal of immigrants, especially asylum seekers, in the media and the events of September the 11th the public and political climate has changed in the last five years. As a result, integration has increasingly become a political issue and governments issued new initiatives to promote the integration of foreigners, including refugees. 

In 2002, the Portuguese government approved a National Plan for Employment
 that restated the need for implementing measures designed to improve integration of ethnic minorities and migrant workers through employment. In 2001, the Swedish government, that already runs an extensive introduction programme for refugees and other immigrants
, took the decision to allocate 100 million SEK (almost 10 million Euro) per year for the years 2001-2003 aimed at increasing employment among immigrants. Investment shall include the areas of supplementary training for immigrants with foreign education in health and medical care, teaching, technology and science as well as validation of foreign occupational qualifications. Unemployed immigrants shall also be able to be trained as nurses in primary care and care of the elderly.

In 2002, the French government launched the contrat d’intégration (integration contract). This concerns the 100,000 foreigners who come legally to France each year, including those who came for family reunion, recognised refugees and regularised illegals (asylum seekers are not entitled to this scheme). The integration contract includes French lessons, an orientation course and individual social support. In Belgium similar measures are already in place for non-Dutch speaking foreigners. Besides obligatory language tuition, foreigners will be provided with job orientation courses in which their previous qualifications and competence will be taken into account by portfolio building.  Furthermore, an individual action plan will be set up and will be guided by an employment adviser. If necessary, job mediation, vocational training or training on the job might also be part of this individual action plan towards employment.  

In the Netherlands, adult recognised refugees are obliged to take language classes, lessons on social integration and vocational orientation since 1998. More recently, a policy is being developed relating to highly educated refugees. The reason for focussing on this is that, in practice, highly educated refugees are often not able to find work commensurate their level of education and working experience. The new policy includes an early assessment and recognition of qualifications and skills to determine the training needs, more tailored Dutch language courses (in terms of level and speed) as well as linking language learning to work, the development of more effective strategies at local government levels for avoiding long-term unemployment, and the participation of major companies, providing work placements experience and mentor support. 

In 1999, the Irish government set up an Interdepartmental Working Group on the Integration of Refugees. The Government proposed in the adult education White Paper - Learning for Life to give refugees free access to adult literacy, English language, mother culture support, vocational training schemes and part-time Back to Education Initiative programmes. In the United Kingdom, employment support for refugees is an important part of the government’s national refugee agenda. In November 2000, the British Home Office set out its strategy for refugee integration in the document Full and Equal Citizens: a strategy for the integration of refugees into the United Kingdom. The document stresses the need to develop programmes to help qualified and trained refugees to return to their original related careers. 

EQUAL, a new European Community initiative, that is testing and promoting new ways to combat discrimination and inequalities in the labour market, includes specific actions for refugees. In Spain, for example, over 1,500 asylum seekers and people with humanitarian status received training through the Eneas Equal project. In Germany, an Equal project, headed by the Federal Institute for Labour and Economics, provides –among other services- vocational training for asylum seekers and refugees and is delivered by a working team with representatives from welfare organisations, refugee agencies, educational institutions, unions, and local authorities. In Greece, Equal activities consist of among others raising awareness among employers, research, setting up networks to promote refugee employment and scholarships, training and seminars.  
3.8 Employment support for health professionals 

There are substantial numbers of health professionals among refugees (in the United Kingdom, for example, estimated 2000 medical doctors). Prompted by labour shortages in health services, several countries have started schemes to facilitate the re-qualification process of refugee health professionals. 

The Department of Health in the United Kingdom is committed to tackling the problems which refugee health professionals face in resuming their careers in the UK. There is a continuing need for qualified staff and refugee health professionals are a potential cost effective source. The costs of retraining or integrating a trained refugee health professional into the National Health Service (NHS) is significantly lower than the cost of training UK nationals. During 2001 and 2002, the government allocated one million pounds (1,450,000 Euro) of funding to 23 projects providing a variety of services for refugee health professionals
.

In Portugal, the Jesuit Refugee Service recently implemented a re-qualification support program with financial support from the Calouste Gulbenkian Foundation. This innovative program is designed to support foreign medical doctors in procedures to obtain equivalence, granted by a Portuguese educational institution, of their medicine degrees. Support offered includes financial aid for the translation of study documents, purchase of books and payment of fees required by Medical Schools in the equivalence procedure. The programme also foresees intensive Portuguese language courses for candidates, internship grants and financial aid for registering with the Medical Association.
In France, the government is also encouraging the recognition of foreign health qualifications. Medical doctors can be granted recognition of their qualifications and be authorised to work as nurses (downward mobility is almost always the rule). Such people are normally employed in hospitals and the management may intervene and get them authorisation to work as doctors.

4. Presentation and analyses of interview results

4.1 The interviewees

For this study we conducted 297 interviews in 14 EU countries (up to 25 interviews per country). Most interviewees (138) were between 30-39 years old, 44 were younger and 105 were older. 65% were male and 35% female. The majority came from different African countries (such as Somalia, Eritrea, Sudan, Rwanda, DR Congo and Angola) and the Middle East (mainly Iraq and Iran), followed by Europe (Turkey, ex-Soviet Union and FR Yugoslavia), Asia (mainly Afghanistan) and America (Colombia, Cuba, Chile and Peru).

Almost all interviewees were educated before they arrived in their host country. 76% of the interviewees studied at a higher professional or academic level, of which 63% had completed their studies and 14% were still studying. 6% followed vocational training in their country of origin and the remaining 18% completed their secondary education (13%) or were in secondary school (5%) at the time they left their home countries. 

Before arriving in the EU, most interviewees (80%) had suitable jobs in their countries of origin. They were working in the health and social care sector (33%), the engineering sector (14%), in IT (5%) or in other sectors (28%). They had a variety of jobs such as medical doctors, managers, engineers, teachers, administrators, social workers, etc. Many built up considerable working experience in various positions and organisations, while others just started their careers or were still studying (11%). 9% were unemployed in their countries of origin. 

In the host countries, 260 refugees (88%) were in paid employment at the time of the interview. The majority (47%) are working in the health and social care sector, 13% in the engineering sector, 10% in IT jobs and the rest (16%) in other sectors. 

4.2 Relation between refugees’ prior skills and current employment

The majority of interviewees (39%) felt that their current job partly reflects their level of skills, abilities and knowledge acquired in their countries of origin. This group was either found working in the same profession or sector, but at a lower level, or had changed their career successfully. One third thought that their current job is fully or almost fully commensurate with their prior expertise. This group in most cases worked in the same profession or sector and at a similar level as back home. Some experienced upward mobility in the host country. The remaining 28% of the interviewees were of the opinion that their background is not at all useful in their current jobs. This group was often frustrated in their attempts to re-qualify in their profession in the host country, for example because their qualifications were not recognised or because they were not able to complete the necessary training due to financial or time constraints. 

Most interviewees use a lot of the knowledge and skills acquired in their home countries in their current jobs. However, in general they feel that their knowledge, skills and experience are underestimated in the host countries. Many are of the opinion that their level of education is at least comparable with the level of those who are educated in the host countries. At the same time, they acknowledge that they need a certain period of training to learn the language, update their knowledge and to get familiar with differences in working environments and standards.    

“The foundation of my medical knowledge is from Sudan. The education over there is better; one also starts practical work in an earlier stage. This educational base is a daily support factor. The specific knowledge of my speciality I have learned in the Netherlands”. (Sudanese medical doctor in the Netherlands)

In general, refugees’ prospects for re-qualifying in their former profession seem to be better in Northern European countries (such as the Netherlands, the United Kingdom and Germany) than in Southern European countries (such as Spain, Italy and Greece). In the latter, more interviewees were found working in low-skilled, temporary and badly paid jobs. The researchers also had relatively more difficulties in recruiting suitable candidates (refugees in jobs matching their skills) for this study. 

Those who re-qualified successfully often went through difficult re-qualification processes of many years. These processes included bureaucratic and expensive recognition procedures and/or lengthy periods of additional study in difficult circumstances. The interviewees who completed additional studies in the host country more often found work matching their skills and experience. In Finland, for example, most interviewees said their current jobs have little or nothing to do with what they studied or did in their home country. However, many found jobs in the fields of study or practical training they completed in Finland. Clearly, a local qualification that is recognised by employers makes it easier to find a suitable job.

Most interviewees experienced (at least temporary) downward mobility. In Ireland, for example, six medical doctors are employed in the voluntary sector as health mediators, information officers or programme co-ordinators. In France, experienced engineers were found working only at maintenance level and some medical doctors became nurses. In most countries, specialised medical doctors and nurses, who managed to re-qualify, are at first often restricted in their duties. 

“Considering my age and the gap in working life, I am happy to start working as a Junior Clinical Fellow. This is a good start for building up working experience. On the other hand, I have a lot of experience in obstetrics and gynaecology services, for example I carried out Caesarean Sections an a daily basis, but I am not yet allowed to do this surgery here.” (Iraqi medical doctor in the United Kingdom)

Older refugees who arrived with high qualifications and a lot of work experience sometimes seem to be in a more difficult position compared to young refugees without a lot of working experience. The latter often have more opportunities and are more eager to study in the host country, whilst the former may have more difficulties with going back to study, combining study, work and family responsibilities, and accepting a lower status. Some interviewees in Sweden said it is almost impossible to quickly re-qualify and continue working in the same profession, because you simply can not afford all those years of additional study.

4.3 Pathways to employment and overcoming barriers

In this section, we will describe the factors and pathways that contributed to the interviewees finding suitable employment. Although conditions for refugees vary from country to country, there is much resemblance between successful pathways in each country. Irrespective of the country, it is clear that all interviewees overcame many difficulties and lost valuable time in the process of finding employment. Each pathway will be followed by a recommendation for improving refugees’ access to the labour market. 

4.3.1 Personals skills and networks

“It is about being persistent, never losing strength, and always keeping on going.” (Medical doctor in Portugal)

“We learned how to perservere and endure. This is our most important skill, which should be valued more. We learned how to survive.” (Kenyan teacher in the United Kingdom)

“My personality has helped me, although when I arrived in England at first I was very insecure and shy. However, in order to survive I was forced to learn to take initiative and to be outspoken, even aggressive sometimes” (Chilean social advisor in the United Kingdom)

Almost unanimously in all countries, the interviewed refugees believed that their own skills, competence and personality were the most important factors that helped them find suitable employment. The characteristics mentioned include determination, perserverance, motivation, positive thinking, self-confidence, taking initiative, patience, flexibility, sense of humour, good social and communication skills, expertise, occupational skills, language skills, dedication and having a strong work-ethic. It is also important to take every (job) opportunity and to set realistic goals.

However, many refugees suffer from a lack of confidence when they arrive in the host country. They often feel isolated and need to adjust to their new circumstances. In the beginning, they may think that it will be impossible to compete for jobs with the native population. To regain confidence it is important that refugees start integrating into society by following (language) courses, doing voluntary work, and so on, as soon as possible after arrival. In addition, social networks and moral support from family, friends, their community, social workers and careers advisors are perceived as very important factors. 

Social and professional networks led in many cases directly or indirectly to job opportunities. Thus, refugees’ skills to create, maintain and use networks and the ability of support organisations to provide refugees with networks are decisive factors in finding employment. This is illustrated by the fact that many interviewees found work in the voluntary sector through their contacts with support organisations. 

Recommendation 1: Successfully established refugees as role models 

Successful refugees could be involved as role models for newly arriving refugees. By sharing their experiences they can provide valuable advice and the fact that they were able to find suitable employment will boost fellow refugees’ confidence. In addition, their professional and personal networks could open up opportunities. The refugees in this study recommend that their fellow refugees: take initiative, work hard, try to be realistic and ambitious at the same time, be active in the local community, mingle with the local population, do voluntary work, build up networks and above all never give up.

4.3.2 Language skills 

“Learning the language is the most important thing of all in Finland. Many think they can cope with using English. Yes they can cope in everyday life but not in working life (Iranian health professional in Finland)

“The more languages you know, the more you have to offer, the greater your chances to be enrolled for a job.” (Refugee in Ireland)

Most interviewees agree that adequate language skills are essential when seeking work or trying to continue training or education. Particularly, in the health and social care sector good communication skills are essential and speaking the host language fluently therefore a must. In their current jobs, many interviewees at times still feel insecure and vulnerable because of their language skills. 

Unfortunately, it was not always possible to access appropriate language courses. Some interviewees in Sweden were frustrated because they could not study Swedish at university level, but instead had to attend Swedish instruction classes for immigrants. In the UK, most interviewees were more positive about English language courses at universities where you mingle with other foreigners from European countries than about language classes offered by most colleges. They said the latter were not always suitable for highly educated people, because of the slow pace and intensity. Additional problems in some countries, for example, in the Netherlands, were that people had to wait a long time before they could access a language course or that they were excluded from mainstream language tuition during the asylum procedure. 

Overcoming the language barrier is more difficult in some countries (such as Finland and Luxembourg) than in others (such as the United Kingdom and Spain). In Luxembourg, job candidates are often required to be fluent in the three official languages and in Finland, Swedish is often required as a second language, whilst both Finnish and Swedish are very difficult languages to learn. In contrast, many interviewees that arrive in the United Kingdom or Spain already speak English or Spanish. In Greece, none of the interviewees knew any Greek at the time of their arrival. As the Greek reception system offers very little assistance, they were forced to earn their living from the day of arrival. Consequently, attending language classes was very difficult and most of them therefore learned the language on their own. Many interviewees used alternative ways to improve their language skills, for example by watching TV, working in restaurants, reading magazines, mixing in the local community, for example. 

Some interviewees found that knowledge of different language helped them in the recruitment process. 80% of the interviewees had skills in three languages or more, which is an advantage in many jobs, in particular, in health and social care services and also in IT jobs. In Ireland, for example, many interviewees found employment in the voluntary sector working with foreigners because of their knowledge of other languages.

Finally, engineers and IT-specialists stress the importance of learning the technical or business language in their profession. They can manage with weaker communication skills than people working in health and social care, but they need to know the computer language and technical names of machines, codes, figures, for example. 

Recommendation 2: More tailored language courses 

Across the EU, there is a need for more language courses at a wider range of levels. At present, language provision is often insufficient to gain access to vocational training, higher education or employment. More resources are necessary to improve language provision. To speed up integration processes asylum seekers should be allowed to follow appropriate language training as soon as they arrive in host countries. 

4.3.3 Additional studies in the host country

“Only Finnish education is valued here…. if you have a certificate from somewhere else, however valuable it may be, the Ministry of Education will not accept it and employers will not  value it either. You cannot get work on the basis of that certificate at all.” (Refugee from Somalia working in IT in Finland)

“From the perspective of employers, it was important to have a British qualification. The teacher training course helped me to understand the British education system, but otherwise it taught me nothing new. The programme took a year. All I needed was a two month conversion course.”(Teacher from Kenya in the UK) 
Many interviewees mentioned additional studies in the host country (vocational and higher education, and practical training on the job) as the key to finding suitable employment . Additional studies helped them get used to the ways and standards of working in the host country and, more importantly, to obtain qualifications that were - in contrast to their third country qualifications - recognised by employers. The interviewed refugees also gained confidence by studying. It gave them the opportunity to update their knowledge and build up networks in their professional field. In addition, many interviewees were able to improve their skills once they were employed by following courses and training.

In Spain, seven interviewees (health care professionals and engineers) completed postgraduate courses. For them, this was the way to adapt their knowledge to the Spanish market and make relations in their professional area. In France, vocational training appeared to be a success factor of integration for refugees whose qualifications could not be fully recognised, particularly for engineers and people working in IT. Half of the engineers found a job because they attended vocational training courses. In the United Kingdom, four engineers followed MSc programmes at universities. One of them says: “when entering an MSc programme potential employers assume that your educational background is at the required level. They also assume that you are motivated to learn and adapt to Britain.” 

Unfortunately, many interviewees experienced difficulties in accessing appropriate vocational training or higher education. In many countries, there is a lack of (free or affordable) training courses and the courses on offer were often aimed at lower skilled work and did not build on their prior skills and working experience. Accessing higher education also proved to be difficult. Most higher education institutions have strict requirements and procedures for allowing foreign students to enter their courses. In most cases, these requirements do not take into account that refugees cannot always prove their qualifications or produce original documents. Good language skills are also essential since most university courses are taught in the host country’s language, and passing obligatory entrance exams was, in some cases, an obstacle.    

Moreover, financial constraints were the main reason why people could not follow additional training. Especially, in the countries with less developed welfare systems the need to earn a living interfered with any study-plans. In countries where the interviewees could access unemployment benefits, the obligation to apply for any kind of job seriously hindered the training possibilities. On top of that, lack of accessible scholarships or grants to pay for student fees, books, equipment, travel, childcare and basic living costs prevented many interviewees from accessing the study of their choice.          

Recommendation 3: Better facilitate refugees’ access to courses that match their training needs

To improve refugees’ access to education, educational institutions should adopt more flexible, speedy and efficient procedures to evaluate documents and introduce alternative systems such as examinations and entrance tests to accredit prior knowledge and working experience. In addition, governments should develop more courses tailor made for higher educated refugees building on their prior skills and abilities. More scholarships and grants are needed to cover study and basic living costs, while studying full-time and the possibilities to combine part-time studies and work should be increased. 

4.3.4 Employment support from voluntary organisations/refugee/community groups

“I benefited by living in an apartment rented by the Social Work Foundation and I was therefore able to concentrate fully on my Greek language courses and to take the necessary steps to achieve employment and academic integration after a few months upon my arrival to Greece.” (Healthcare professional from Afghanistan in Greece)
Many interviewees mentioned that support from non-governmental organisations (NGOs) and refugee community organisations (RCOs) was essential in helping them settle down and find employment. In the beginning of their stay, many interviewees benefited from services such as providing information, housing support, legal assistance, financial support and language courses. Later on, services such as careers advice, job search courses, support with job applications, grants for study/training (to cover fees, travel and childcare), arranging job placements or voluntary work and mentoring programmes were perceived as extremely helpful. NGOs and RCOs also played an important part in giving moral support and providing them with relevant networks that sometimes indirectly led to employment.

In Portugal, for example, a Colombian engineer found work, because a NGO had arranged sessions where employers came to hold job interviews with potential candidates. In the Netherlands, the organisation for refugee students, the UAF, was named as an important organisation for helping refugees to re-qualify. UAF provided advice and guidance on the several routes that can be taken, moral support and coaching, the possibility to finance their studies and individual employment support. In Germany, the interviewees highlighted the commitment of social workers and teachers. In Ireland, many interviewees had gained experience as volunteers in the voluntary and community sector, or with church based organisations, which was crucial for gaining employment once they had the right to work. In France, subsidised contracts (through tax-reductions for a limited period) enabled some interviewees to work in the social sector. Even when these contracts did not provide permanent jobs, they proved to be valuable work experience. 

The job search process in host countries is often different from what the interviewees were used to in their home countries. In many cases, they had failed to get jobs because they did not have enough knowledge of the recruitment process, for example they did not know what information was expected in written applications or how to present themselves in a job interview. Therefore, schemes that offered individual employment support were particularly helpful in the job search process. Although labour-intensive, it makes clients independent and able to compete in the labour market as individuals.

In contrast to support from the voluntary sector, the interviewees generally speaking across countries did not receive any or little useful support from governmental organisations in their attempts to enter the labour market. In particular, employment agencies were, in many countries, described as ineffective, because of their lack of knowledge of refugees’ specific needs and the value of their diplomas, their focus on the low income sector and their strict rules and regulations that are not designed for refugees. One interviewee in the UK described his experience with the local job centre as follows: “Job Centres are funny places, because they do not ask what your skills are, but simply look at the available jobs that are often low level and badly paid”. 

However, in a number of countries, governments are trying to improve the integration process of immigrants (including refugees). In the Netherlands, for example, seven of the interviewees were allowed to study three years in order to re-qualify while keeping their social benefits. In Sweden, the above mentioned introduction programme benefited many of the interviewees, but the process was sometimes slow and bureaucratic. The fact that business and professional organisations were not part of the introduction programme limited the interviewees’ prospects of finding work or further education.

Recommendation 4: Unrestricted funding for NGOs and RCOs core activities

To be able to carry out their vital role, refugee organisations and refugee community organisations that have proved their effectiveness should be provided with funding for their core activities by governments. At present, many of these organisations face an ongoing financial struggle and are forced to waste a lot of staff time applying for funding and fulfilling the monitoring requirements of different funders, instead of giving support to refugees.
4.3.5 Prior qualifications and work experience

“The skills I acquired working in my country, above all as regards my time employed in the Ministry for agriculture, have been very useful. These abilities are linked to the organisation in the job, to the facility of communicating with others and to manage and mediate.” (Refugee in Italy)
Many interviewees felt that their prior education and work experience were underestimated by employers and therefore of little value in the job seeking process. Whilst it provided potential employers with some background information, what really counted were additional studies and working experience in the host country. However, once they were working their employers also started to value their prior skills and experience as is illustrated by the fact that several interviewees moved up the ladder rapidly within their organisations. Others were allocated more tasks and responsibilities, but were not rewarded accordingly.

Thus, the interviewees saw their prior education and work experience mostly as an advantage to themselves and not so much as an important factor for their employers. The work experience in their countries of origin gave them, for example, self-confidence, the skills to carry out tasks, and communication skills, management skills and commercial skills. 

However, diplomas that were recognised in the host countries were perceived as very important for finding employment. Indeed, in some professions, for example in the health sector, without a diploma recognised by the relevant regulatory body, people are not allowed to practice. Unfortunately, most interviewees who went through recognition procedures found that their diplomas were not or only partially recognised. To get full recognition, they needed to study again, work under supervison, pass examinations or a combination of all the above. Therefore, recognition of diplomas was often mentioned as the biggest obstacle for returning to one’s profession (see also 4.4.1).

Recommendation 5: Changing employers’ views and attitudes  

Awareness raising activities among employers are necessary to combat prejudices, showing that refugees can make a valuable contribution to society and the economy, by providing more factual information on refugees’ skills and qualifications. In particular, we suggest to present positive stories of refugees who have found suitable employment, for example in the local media or at conferences. These successful refugees could also be involved in building up networks with potential employers.

4.3.6 Work experience in the host country

 “I work as a counsellor and teacher in a youth training centre where I started as a volunteer” (Social worker from Rwanda in Luxembourg)  

“Once you’re in you can prove yourself and work you way up” (Engineer from Moldova in the United Kingdom)

“A refugee does not decide to change career, but accepts the job offered to him” (Refugee in Italy)
Most interviewees agree that it is very difficult to get into suitable employment without work experience in the host country. One interviewee said: “You cannot get a job because you do not have working experience, but how can you build up working experience without a job?” This vicious circle is difficult to break, but most interviewees eventually found ways to do so. 
Many interviewees mentioned volunteering as a successful way to build up work experience in the social sector. In other sectors, many interviewees had to take a couple of steps down the ladder. Experienced engineers who were supervising many employees back home, started working at the shop floor again and tried to work their way up within the company. Others were able to gain some experience through work placements as part of their studies or through recruitment agencies. Some interviewees acquired work experience by changing their career to sectors with more job opportunities. For the refugee doctors, clinical attachments (work placements) were often an obligatory part of their re-qualification process. This work experience was useful to become familiar with the host country’s health care system and the working routine in hospitals. However, arranging a work experience placement proved to be very difficult in many cases. 
In the Netherlands, half of the interviewed technicians and IT specialists have changed jobs or roles within the company they are currently working in the Netherlands. They got promotion through gaining work experience and training and are currently growing in their profession. The others found a better job outside of their previous field of activity, also based on their experience in the Netherlands. Working experience in the Netherlands is recognisable and therefore much appreciated. 

In countries where refugees are not entitled to welfare benefits (such as Greece, Italy and Spain), the interviewees were often forced to accept any low skilled and badly paid job. In countries where refugees receive unemployment benefits, some interviewees were not allowed to accept voluntary work or work placements, because they were supposed to look for paid work. Many interviewees were in a situation where they had to do manual jobs during the day, while trying to improve their chances by studying at night. 

Recommendation 6: More opportunities for work placements and voluntary work

Organisations in the private, public and voluntary sector should arrange more possibilities for voluntary work and work placements. Refugees’ should actively look for such opportunities, since they often lead to paid employment, particularly in the public and voluntary sector. Offering these places is clearly in the interest of organisations that will not only gain from refugees’ skills during the work placement, but also have an advantage in recruiting these people.     

4.4 Other factors that have an impact on the job search process

4.4.1 Recognition of qualifications

“I received a letter from this Ministry, telling that my Latvian diploma of Doctor was similar to the French one, but does not allow me to work as a doctor because it is a regulated occupation. I was not permitted to work as a doctor but only as a nursing assistant in a hospital” (Medical doctor from Latvia in France)

“‘I am trained to do almost everything, except surgery, but because I don’t have the certificate of my speciality, I cannot subscribe the civil liability insurance and I can only work as a dental assistant.”  (Refugee dentist in Spain) 

“In the UK they only value people who studied here. When you come from another country they do not trust your experience. They think you are lying about your qualifications and abilities." (Iraqi doctor in the United Kingdom)

Many occupations in Europe do not require any formal recognition of foreign diplomas. It is up to the employer to assess whether a particular individual with a particular qualification meets the workplace requirements. The problem is that most employers are not familiar with foreign qualifications. Many interviewees have found that their prior qualifications were not valued or under valued by employers. A period of training or further studies is almost always indispensable. In many countries, National Academic Recognition Information Centres (NARIC) inform and advise educational institutions on comparability of international and the host country’s qualifications. Their recognition procedures for diplomas are important for gaining access to higher education and exemption from courses.  

Some professions such as Medicine are known as regulated or registered professions. Access to these professions requires a process of recognition and registration with the appropriate authority. The systems of recognition vary from country to country, but they have in common that they are often complex, expensive and above all time-consuming. These procedures may involve periods of further training or study, working under supervision, examinations or a combination of all the above. In Austria, for example, foreign doctors first have to take exams with all other medical students. After that, they need a number of years of work experience as a trainee (30 months for a general practitioner, 58 for a specialist), followed by another exam, before they are allowed to practice independently. 

Most interviewees who went through recognition procedures have found that their diplomas were not or only partially recognised. In all member states, lack of recognition of qualifications and time-consuming re-qualification procedures are mentioned as the main obstacles to education and employment. In the Netherlands, ten of the eleven doctors and two of the three psychologists eventually re-qualified and registered. For all of them this was a difficult path, which took between four and seven years. They all question the necessity of several steps in the procedure and suggest a more speedy and flexible pathway. The engineers and IT specialists, on the other hand, generally found the procedure suitable, as they often were able to arrange a custom made programme for additional studies at educational institutions.

In Sweden, most interviewees thought that they had to study too much and far too long before they could re-qualify. The validation process is time consuming and prior working experience is totally ignored. Most of the universities are also very strict on the basic knowledge requirements when accepting students to their courses. In Belgium, obtaining any partial recognition or access to higher education without supporting documents is possible in theory, but in practice it causes a lot of problems. Educational institutions can (but they are not obliged to) provide an examination for applicants to demonstrate their knowledge and skills. However, this procedure is not centralised and different faculties offer different types of examinations. It is also possible to apply for a level indication at NARIC if the academic qualification is not fully recognised. A level indication is not an official equivalence statement, but only acknowledges that the study period abroad is similar to a study period in Belgium. Some employers accept a level indication instead of a full recognition of academic qualifications. 

In France, there is no centralised institution in charge of recognition of foreign diplomas; each sector has its own specific rules. In general most of diplomas have to be submitted to a relevant Ministry, where the level of the diploma will be compared with the French system. However, these procedures never lead to French equivalence. They are useful for refugees who want to study in France without having to start from the beginning of the study programme. In contrast to France, Greece has a centralised system as DIKATSA and ITE are exclusively competent for the recognition of foreign credentials as well as for their equivalence to the Greek ones. Their decisions are compulsory for third parties including tertiary education institutions. The difference between DIKATSA and ITE is that ITE validates degrees and diplomas granted by Technological Institutions whereas DIKATSA validates degrees or diplomas granted by universities.

Most interviewees felt very frustrated about the non-recognition of their qualifications. Most think that their level of education is comparable with the level of those who are educated in the host country. In particular, they believe they are treated unfairly compared to citizens of the European Union. If an applicant is a citizen of a European Union member state and he/she obtained the qualification at a recognised institution in the European Union, and the profession he/she wants to practise is a regulated one, the qualification can be recognised under the European Directive 89/48/EEG. This Directive allows the applicant to practise his/her profession in every member state of the European Union. However, if the applicant is not a citizen of the European Union (even if he/she has gained a degree in a European Union member state), the Directive is not applicable.
Recommendation 7: Better and fairer assessment system of refugees’ prior skills, qualifications and working experience 

Educational institutions should adopt fairer assessment procedures of foreign qualifications that allow flexibility in admitting alternative evidence, such as supporting documents, tests or interviews in case refugees could not bring their documents to prove their qualifications. The systems for recognition of qualifications should be evaluated in order to investigate whether third country qualifications are fairly validated compared to EU qualifications. An EU Directive should be adopted that promotes equal recognition standards for third country qualifications in all EU member states. The procedures for recognition of qualifications for regulated professions should be simplified and reduced in costs. In addition, a system of portfolio building should be implemented, in order to validate refugees’ prior working experiences, which would give better insight in refugees’ real competence.

4.4.2 Legal status 

“Asylum seekers with permission to work can only find low paid (cleaning) jobs. Proper jobs are not available because employers think you will be sent home.” (Office manager from Rwanda in the United Kingdom) 

“When you are waiting for the procedure you cannot work. But how can you live? You can become a tramp! The state does not help you. Asylum seekers have no rights. You can only begin to live normally when you become a refugee” (Asylum seeker in Italy) 

Many interviewees were confronted with lengthy asylum determination procedures and poor reception conditions. In most countries, they were not allowed to work as asylum seekers or could only apply for a work permit after a certain period. During the asylum procedure, opportunities to follow language tuition, vocational training or education, were often limited. In addition, finding a place to live and financial difficulties caused major headaches. Clearly, this long waiting period in uncertainty and inactivity had a damaging influence on their self-esteem and confidence and seriously hindered their integration process.

In Germany, the majority of interviewees described the lengthy asylum procedures as the main obstacle for finding suitable work quickly. In Ireland, many felt that they had long gaps in their CVs and lost self-esteem due to the fact that they had not been entitled to work during the asylum procedure. Six interviewees had to wait more than three years for a refugee status in the Netherlands. They mentioned the waiting, uncertainty and the fact that family members could not come to the Netherlands as obstacles. Four of them were able to re-qualify fully during this period. The other two followed their education while threatened by deportation; this was hard and took determination and a positive attitude. 

Recommendation 8: Refugee status and the right to work during the asylum procedure

Member States should adopt a full and inclusive interpretation of the refugee definition in the 1951 condition and its Protocol, and refrain from granting a lesser status to persons fulfilling the criteria of the Convention, as a secure status is key to integration taking place. Member States should ensure that refugees start integrating as soon as possible after arrival by allowing them to work and facilitate their access to language tuition, vocational training and education during the asylum procedure.

4.4.3 Discrimination and prejudice

“The people who got the jobs were less qualified than me. I had a lot more experience and feel that there was an element of racism in being rejected.” (Refugee in the United Kingdom)

“The things you read in the newspapers makes you feel very low.” (Refugee from Kenya in the United Kingdom)
Many interviewees in all countries mentioned that they experienced discrimination and prejudice in the job seeking process as well as on the job and in daily life. Many perceived this as a major barrier in finding suitable employment. A number of refugees complained, for example, about not being invited for an interview by employers because of their foreign names.  Sometimes they also felt that they were not offered a job because of their nationality despite performing well at job interviews. In addition, many interviewees mentioned that employers were prejudiced against the value of their foreign qualifications and working experience. In Sweden, for example, some employers insist on hiring only people with Swedish degrees and Swedish working experience. 
Many interviewees blamed politicians and the media for creating a negative image of refugees, branding asylum seekers as illegal immigrants and associating them with problems and crime. Some felt that the atmosphere has become more anti-asylum seeker because of September the 11th. 
4.4.4 Other factors

Being responsible for a family was mentioned by some as the main barrier to employment. For a number of interviewees, lack of childcare facilities had been a problem, especially for single mothers with young children. Others left their country of origin without husband/wife and children. Apart from homesickness this led to feelings of guilt and fear. Anxiety about their family, but also the need for warmth and safety of a family, caused many worries and made studying or working more difficult. The responsibility for their family also led to situations where interviewees accepted any kind of job to earn a living. 

In particular, in countries with limited social support systems for refugees, for example Portugal, Spain, Greece and Italy, financial difficulties and finding adequate housing were major barriers. The need to earn a living and find a place to live in order to survive often left little time to follow the necessary training or education to re-qualify in their profession, in particular for those with families. In addition, because of their limited financial means interviewees often could not afford the fees required for language courses, vocational training, education and/or equivalence procedures. Financial support from NGOs helped many interviewees to overcome this barrier.

Some interviewees reported that traumatic events and experiences in their home countries interfered with their attempt to access education or employment. In addition, the long waiting period in uncertainty and imposed inactivity during the asylum procedure caused, in a number cases, additional psychological problems. Some older interviewees found that their age presented an additional barrier. The combination of age and the gap in their CV because of the refugee experience made their position as a job hunter even more disadvantaged. Finally, the red tape and bureaucracy, in general were mentioned as a barrier. 

5 Conclusion

Governments should recognise that a more pro-active and forward-looking approach to immigration is needed to facilitate integration into employment. Unless a more open approach is taken to legal immigration, the EU may be faced with increasing pressures, running the risk of increased illegal immigration. It is clear that future policies need to be based on the fact that the potential contribution of refugees to the European Union is substantial, while the majority of employers are currently over-looking refugees as potential workers. It should be realised that it makes good economic sense to facilitate the access of skilled refugees to the labour market. 

Most of the European countries have a highly developed, technological knowledge infrastructure. This requires an increased number of skilled people who can meet the economic and social needs of the European Union in the near future. Some EU countries are already facing serious labour shortages in sectors such as health and social care, IT and engineering. These shortages may cause a serious threat to the economical development of the EU member states. 

The Resource project has illustrated that many refugees have the skills and qualifications that employers need to fill their (future) vacancies. All interviewees were determined to build up their lives in the EU. Their personal skills such as perserverance, motivation, taking initiative, flexibility, sense of humour, good social and communication skills, expertise, occupational skills, language skills, dedication and having a strong work-ethic, are those held by many refugees. This study shows the pathways that refugees have taken to find suitable employment. 

European member states should consider refugees’ experiences in this study and develop policies and measures that make the pathways to employment quicker and easier for other refugees. Taking that as a starting point it would be highly desirable to develop a notion of what we would like to call: Refugee Resource Management. Instead of considering asylum seekers and refugees as a threat or “an extra burden” for society, we should acknowledge that these new citizens may contribute substantially to their host country. This approach requires a major change in attitude and policy towards these new immigrants: to encourage instead discourage, to include in stead of exclude. 
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Annex 1: Research methodology 

1 Introduction

1.1 Summary of the Project

The aim of the RESOURCE (Refugees’ Contribution to Europe) project is to analyse and evaluate from refugees’ point of view elements, practices and policies that have contributed to (or obstructed) the integration of refugees in the EU member states’ labour market. The project is focusing on how the skills, qualifications and work experience that refugees bring with them into exile are being utilised in three specific sectors of the European labour market that are confronted with skills shortages, namely Health and Social Care, IT and Engineering. 

We aim to arrive at a better understanding of the various factors that have contributed (or obstructed) refugees’ integration through desk research and, in particular, through in-depth interviews with a selected number of refugees who have found employment in these sectors. The emphasis of the project is therefore not so much on the causes of high unemployment rates among refugees but rather on the examples of employed refugees in order to consider more closely those integration policies and practices that are perceived as effective from refugees’ point of view. 

1.2 Expected short and long term outcomes of the project
· Better insight into the skills, qualifications and work experience refugees bring with them into exile, and how the EU is utilising these to meet its need for skilled labour

· Promotion of positive image of refugees

· Contribution to easing labour market shortages, in particular in the three key sectors: Health and Social Care, IT, and Engineering

· Identification of pathways to employment from refugees’ own experience

· Summary of policies on refugee employment in the EU that have been identified by refugees as being effective

· Recommendations for refugees’ integration best suited for the target groups at a local, national or European level

· Strategy for allocation of appropriate resources towards getting qualified people and professionals within the refugee communities into employment

· Increased levels of employment for refugees following the implementation of recommended policies to provide better and additional employment support measures 

1.3 Target audience

The project’s target groups are: national and EU policy makers, employers and recruiting agencies, refugees, academic recognition centres, educational institutes, NGOs, refugee community groups, and advice and training agencies.

2. Research Activities

Research methods will consist of desk research and in depth face-to-face interviews.
2.1 Interviews

Interviews form the principal part of the research. The main focus of the interviews will be on: 

· educational background and professional skills and experiences that refugees bring to their host country (level and type of qualifications, number of years in higher education, details of work experience)

· how and to what extent those skills have been utilised by host countries in the sectors faced with skills shortages

· whether the current position of employed refugees reflect their educational background and professional skills

· perceptions on barriers to suitable employment and pathways taken to overcome the barriers 
· experience and assessment of employment assistance and support from statutory and voluntary organisations 

2.2 Selection of refugees

Each researcher will recruit and conduct interviews with 25 refugees. Researchers will first try to recruit those refugees whose stories most closely fit the purpose of the overall project. This means that researchers should first look for ‘success’ stories in order to be able to promote in their country reports positive images of refugees and examine the contribution that refugees make to their host society.  

By ‘success’ we mean a refugee who went through a process of recognition of qualifications and experience from their host country in a reasonable amount of time and found employment in their field, which matches their educational and professional level. 

In the event of researchers not being able to find such refugees, they could then consider interviewing refugees who have experienced ‘downward mobility’, i.e. refugees whose stories could not be taken as an example of success or good practice but who nevertheless did manage to find employment although, perhaps, not in their profession and/or not commensurate with their level of education and expertise. 

3. Desk Research

Desk research will focus on two topics: the skills shortages and labour needs in specific sectors, and member states’ employment policies and activities for refugees. Desk research will be based on identifying and consulting existing studies on those two topics. The researcher will make use of the existing sources as much as possible and will present a concise but comprehensive overview covering briefly each of the sub-topics listed below. 

3.1 Research into member states’ employment policies and activities for refugees

· Employment/unemployment rates for refugees

· Data on the number of refugees per status, if available

· Refugees’ entitlements to work

· Government schemes to tackle unemployment among refugees

· Role of NGOs and NGOs schemes (if applicable) to assist refugees

· Recognition of qualifications for the purpose of work

· Main barriers

3.2 The skills shortages and labour needs in one or more of the sectors

· Labour market needs; where the shortages are and what kind of shortages are they?

· What is the reason for shortages?
· How have employers and national governments responded to labour needs? 

Annex 2: Interview form

Date of the interview: 

Interview conducted by: 

1. 
PERSONAL DETAILS

Family name: _______________________________
Other name(s): ________________

Address: ___________________________________
Phone: ______________________​  

   ___________________________________ 
Mobile: ______________________

Gender:
         ( M   ( F



E-mail: _____________________  

Date of birth : 

________________

Country of origin : 
________________

Nationality : 

________________

1.1. 
LEGAL STATUS

Date of arrival in the host country: _________________________

Status:



Date: 

( asylum seeker

_____________


( refugee status

____________

( humanitarian status

_____________

( other (please specify)
_______________________________________

2. 
KNOWLEDGE OF LANGUAGES

Mother tongue : ______________________

Other languages:_________________________________________________________

3. 
EDUCATION
3.1. In the country of origin:
	
	PERIOD
	STUDY/TRAINING
	DIPLOMA/GRADUATED

(specify name of the awarded diploma and any specialisation if applicable)

	Secondary Education 
	
	( general

( technical

( vocational
	

	Higher Education

(non-academic/professional qualification)


	
	
	

	Higher Education

(academic/not leading to a specific occupation)


	
	
	

	Other


	
	
	


· Study documents brought to the host country: ______________________________________________________________________________________________________________________________________________________________________________________________________

· Diploma equivalence/recognition in the host country):
· (equivalence to be specified)

( negative
( partial
( full
· (equivalence to be specified)

( negative
( partial
( full
· (equivalence to be specified)

( negative
( partial
( full
( 
Length of recognition procedure:

3.2. In the host county:

	
	PERIOD
	STUDY/TRAINING
	DIPLOMA/GRADUATED

	Higher Education

(non-academic)


	
	
	

	Higher Education

(academic)
	
	
	

	Others (including language learning courses)


	
	
	


4. 
EMPLOYMENT& TRAINING

4.1. In the country of origin

Practical training (training as part of a course, including work placement)

	Period
	Employer
	Sector
	Training

	
	
	
	

	
	
	
	


Employment (including voluntary work)

	Period
	Employer
	Sector
	Position
	Reason for leaving the job

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	


4.2. In the host country

Practical training (as part of a course, including work placement)

	Period
	Employer
	Sector
	Training

	
	
	
	

	
	
	
	


Employment (including voluntary work)

	Period
	Employer
	Sector
	Position
	Reason for leaving the job

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	


5. 
USE OF PREVIOUS SKILLS AND KNOWLEDGE

To what extent does your current job reflect the level of your skills, abilities and knowledge acquired in your country of origin?

( Not at all (specify why):

( Partly (specify why):

( Fully/almost fully (specify why):

6. 
PATHWAYS TO EMPLOYMENT 

6.1. What factors/initiatives have helped you to find employment? 

( qualifications obtained in the country of origin:

( work experience in the country origin:

( additional studies in the host country, (if yes, please specify whether these were required as part of the recognition of previous qualification):

( registration with the relevant professional body to be able to work in the profession:

( work experience in the host country:

( complete change of career, (if yes, specify why the refugee decided to change the career):

( language courses:

( employment support/initiative from governmental organisations/employment services (job search help, job search courses, information etc): 

( employment support/initiative from voluntary organisations/refugee/community groups: 

( personal skills/competence:

( other: 

6.2. Can you identify three main factors from the above that helped you most to find employment?

1:

2:

3:

7. 
IDENTIFYING AND OVERCOMING BARRIERS 

7.1. What difficulties did you encounter when looking for employment? 

( obtaining equivalence/recognition for my previous qualifications:  

( language: 

( lack of work experience in the host country:

( lack of references: 

( lack of knowledge of labour market and of opportunities granting access to the labour market: 

( legal status: 

( discrimination/prejudices: 

( family responsibilities:

( financial barriers: 

( difficulties due to trauma and experience of exile:

( Other:

7.2. Can you identify three biggest barriers and explain what steps you have taken to overcome them? 

1:

2:

3:

8. 
RECOMMENDATIONS

What three recommendations, based on your experience, would you make to improve refugees’ chances in finding employment reflecting their qualifications and skills?

1:

2:

3:

Annex 3: Characteristics interviewees

In total 297 refugees were interviewed in 14 EU countries. They had the following characteristics:
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Date of arrival in host country
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Knowledge of languages (including mother tongue)
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7
Highest level of education before arrival in EU country
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Highest level of education in EU country
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9
Number of refugees employed before arrival in the EU (per sector)
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10
Number of refugees employed in the EU (per sector)
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11
To what extent do refugees’ current jobs reflect the level of their skills, abilities and knowledge acquired before arrival in Belgium (per sector)
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� In this report the definition of refugees includes both asylum seekers and refugees granted asylum, humanitarian status or other temporary protection statuses, unless stated otherwise.    


� All EU member states except Denmark. The RESOURCE project is funded by the European Refugee Fund. Denmark does not participate in this programme.


� See annex 1 for the research methodology 


� European Commission Communication on Immigration, Integration and Employment Com (2003) 336 final


� See Employment in Europe 2002 for an analysis of structural changes in the European labour markets


� European Commission, Communication from the Commission to the Council, to the European Parliament, to the European Economic and Social Council and to the Regions Committee – Draft of a Joint Report on health care and elderly care: to support national strategies aiming at securing a high level of social protection, Brussels, COM (2000), 774 final, 03/01/2003  


� Between February and November 2001, 150 000 IT job losses were announced in Western Europe.


� European Commission, Information Society jobs – quality for change: Commission staff working document, Brussels, SEC(2002), 372, 03/04/2002


� ICT Skills Monitoring Group (of the European Commission), Synthesis Report – E-Business and ICT Skills in Europe, eEurope GoDigital, Final report 2002 


� Inconsistent data make it difficult to arrive at a total recognition rate for the EU. However, based on the synthesis of ECRE country reports for 2001 (table 1.2.2) a tentative rate of 9.4% can be suggested. This does not include humanitarian, temporary status or status granted after appeal.  


� Asylum seekers are not allowed to work in the Netherlands, United Kingdom, France, Ireland, Italy, Austria (only seasonal employment), and Luxembourg 


� Asylum seekers can apply for work permits after four months in Sweden, six months in Spain, one year in Germany and in the second stage of the asylum procedure in Portugal


� Only asylum seekers whose claims are admissible are entitled to work. This procedure takes an average 3 months.


� European Commission, Directive 2003/9/EC, Article 11.2


� IBEC Survey Unit, Employment of Non-EU National Refugees in Ireland: Employers’ and Refugees Experience, March 2000 


�Approved by Cabinet’s Resolution n. °137/2002 in accordance with the guidelines set out by the European Employment Strategy (EES).


� This introduction period normally runs at one year and at most two years. The introduction is required to take account of the newcomer’s educational background, knowledge and experience from home. For almost everyone, an individual introduction plan is drawn up The municipality, the training organiser and employment services shall work together in the planning and implementation of the introduction program


� Department of Health, Integrating refugee health professionals into the NHS. A report of the Department of Health Steering Group from 2001 & 2002 (UK).





� See annex 1 for the research methodology, annex 2 for interview form and annex 3 for the interviewees characteristics 


� More and more EU member states acknowledge the importance of language skills and some governments already have taken measures to improve language provision for immigrants, including refugees. Many more recently arrived interviewed refugees had positive experiences with language tuition. 
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