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1 Introduction
1.1 Introduction to the topic and research process

Many European countries are facing demographic and labor market challenges. As the
countries are combating high-level unemployment rates, at the same time the companies
are struggling with a shortage of skilled workforce due to globalization, migration, EU free
movement policies, aging population and shrinking labor market. Finland needs more work-
based and education-based immigration to help companies find enough experts and to
strengthen Finland’s vitality and public finances. (Valtioneuvosto, 2021.) Labor shortage
affects some sectors more than others. As an example, the health and social service sector

has suffered from alarmingly low employment rates recently.

Especially outside the growth centers, the working-age population is declining rapidly and
there are fears that companies will disappear as a result. The existing working-age popula-
tion in Finland is unable to meet this need. In Lahti region, a significant number of compa-
nies admit that the poor availability of skilled labor already limits the company's growth and

business development. (Hdmeen Kauppakamari, 2021).

There are a lot to consider throughout the organization before hiring an international expert.
A company, that invests in social responsibility and is thereby prepared to hire foreign ex-
perts, can provide more receptive and non-discriminatory working environment and attrac-

tive career opportunities.

In a predominantly homogenous country ethnic diversity is not always embraced with open
arms, as it is directly linked to immigration and it often raises social insecurity and identity
dilemma in natives. (Botika 2018, 5.) Diversity and inclusion should not being handled as a
current social responsibility trend, but as a differentiating factor in organizational competi-

tiveness.

This thesis explores especially ethnic diversity because it is one way to increase a compa-
ny's knowledge and experience capital and thus the competitiveness. Companies should
be more aware of the best practices how to reach new international talents. The topic at
hand is one of the most effective, but also one of the most controversial ways to maintain

and increase Finland's employment figures.

The thesis helps define various actors and policies to increase labor migration in companies
and help to integrate diversity in the long term into, for example, a part of the responsibility
plan. The theoretical part delves into the importance of the topic and identifies the forces of

change that are effecting the world, which also have effects on Finnish society and future



employment prospects. The thesis also shows and explores the differences between public
and private recruitment services to help the companies focus on actual recruitment instead
of stumbling with bureaucracy. The list of service providers is not completely exhaustive, as
it focuses mainly on nationally known service units and, more regionally, on public and pri-

vate actors in the Lahti region.

The number and variability of the statistics presented in the research section show that data
on the number of foreign workers are available, but the data are fragmented and accumulate
in different sources with a delay. For example, the exact reasons and motivations for enter-
ing Finland cannot be determined for every newcomer. Gaining an overall picture of inter-

national labor mobility requires the ability to combine information from different sources.

The empirical part approaches the topic practically. In it, SMEs and large companies in the
Lahti region share their experiences of recruiting an international expert, concentrating on
how the expert is found and what helped him or her to integrate on the work community and
new environment. With the qualitative research method, research remained at the center of
the phenomenon, ie. the experiences of companies and their thoughts, feelings and moti-
vations towards to subject. These examples aim to encourage Finnish companies to con-
sider the benefits of diversity in their own business. Attractiveness of the region plays also
an important role in attracting international professionals. At the end of empirical part the
companies share their thoughts on Lahti region as business environment the is and how

the attractiveness of the region could be increased.

1.2 Research context and methods

After backgrounding the topic and explaining the context, it is important to present the re-
search methods chosen for this thesis and discuss suitability of the chosen methods. This
chapter reveals the research approach and description of the methods and tools used in

this thesis.

A semi-structured interview as a qualitative research method was used to collect the data.
This method was selected because it provides direct interaction between the researcher
and the respondent. Interview questions for selected companies were planned out during
gathering the theory part. Semi-structured questions allowed companies to freely share their
experiences of foreign recruitment processes and tell the stories in their own words. Simi-
larities and differences between the company procedures were found during the interviews,
which are summarized in the final chapter. The interview questions are shown in appendix
4.



Like most qualitative research studies, this thesis is not based on hypotheses or assumed
results. In this way, it is possible to get acquainted with the topic with the help of the material

with as few presuppositions as possible.

1.3 Thesis process

The topic of a skilled workforce, and especially the lack of it in the future, is wide and many
articles and studies also seemed to contain authors’ own opinions. Limiting this topic to an
easy-to-deal problem space was not easy. Many sources on foreign labor also contain con-
frontations and some of them are highlighted also in this thesis. At the beginning of the
thesis process the assumption was, that there are no unambiguous answers and ways to
maintain the company competitiveness only by increasing the diversity and that the matter
had to be dealt with on a case-by-case basis. as the investigation progressed, the world

political climate changed with the start of a full - scale war with Ukraine in the spring of 2022.

The discussion around the cultural encounter during the new political situation in Europe in
the spring of 2022 due to war Russia started against Ukraine brought more profound ques-
tions around the concept. Therefore, the layout of the research questions also had to be re-

examined from time to time, because the subject gained new sensitive features.

Companies from the networks of the researcher and research partner, the Talent Hub pro-
ject, that were known to have recent experience in recruiting international experts were
selected to be interviewed. Nine companies were asked to be interviewed and two of them
declined. A total of seven companies shared their experiences in recruiting an international
talent. The approached person in the company was either the CEO, HR manager or another
manager level representative. The person was contacted by email and was informed about
the topic and the purpose of the interview. Interviewees received the questions before the
interview to give them time to be prepared for the interview. The interviews lasted approxi-

mately one hour and were done via Teams online meeting tool.

After the fifth interview, the thesis received iterative features. The interviewee’s convincing
experiences with an external recruiting partner brought depth to the topic that could not be
expected at first. lterative progression means there is room for research to evolve in a par-
tially unpredictable direction by bringing in an additional plot or story. As a result of this
iterative turn, the collaboration and the results between the interviewee and the recruiting

partner are presented in the empirical part of the thesis and in Appendix 1.



1.4 Research objectives and questions

Research objectives are:

e to gather information on the reasons why companies are facing a shortage of skills

and experts (chapter 2)

o present different ways for companies to hire an international expert ensure the avail-

ability of a skilled workforce in time (chapter 7 and 8)
o explore different outcomes of cultural encounters (chapters 4)

e explore competitiveness factors the diverse work community can create and seek
information to support the assumption that international recruitments are worth to

pursue (chapter 5)

e and as a practical objective to provide information on how organizations can be more
prepared for facing multiculturalism and what does it require from managers (chap-
ter 6).

Finally, the empirical section aspires to bring these theoretical issues to life and show how
some companies have succeeded in recruiting the right international experts by applying
the new forms of co-operation and new ways of thinking while bringing added value to the

business.

Research questions

Research questions to be addressed in this thesis are

1. What are the reasons and impacts of expertise shortage?

2. What competitive advantages does diversity bring to a company?
3. How and where can company reach international talents?
Sub-questions to be addressed are

1. What is culturally competent organization?

2. Why is diversity management important?



1.5 Research scope and limitations

The thesis is both theory and practicality driven. The interview questions were created after
familiarization with the theory and as the writing work was well under way. On the other
hand, after the interviews, some theory sections had to be changed or viewed from a new
perspective. In this thesis, familiarization with theory supported practical progress and vice
versa. Both parts of the thesis complement each other. As practice and theory evolved
interdependently, the two areas supported each other’s progress, created new ideas for the

phenomena to be studied, and provided practical boundaries for dealing with the topic.

Some limitations were set as the work progressed. Both geographical and time-bound lim-
itations for the selected companies were developed at the beginning of the research pro-
cess. The companies interviewed had to meet certain criterias in order to be comparable
and, on the other hand, to provide enough different experiences. Therefore the interviewed
companies were pre-selected. The companies were selected together with thesis partner,
Talen Hub — project. The project partner is introduced more on the later chapters. Compa-
nies were suitable if they had recent experience in hiring foreign experts. They also had to
operate in the Lahti region and be willing to share their best practices in recruiting from

abroad.

Diversity in work communities encompasses all kinds of differences between employees,
including age, gender, ethnic background, sexual orientation, family situation, disability, lan-
guage, religion, and beliefs. The thesis deals with diversity only in terms of cultural varia-

bles.

When searching information on the career development of foreign experts in Finland, the
sources almost invariably turned to the employment opportunities of immigrant groups and
the discriminatory practices of the labor market. In recent years, Finland has experienced
an unprecedented wave of asylum seekers from Syria, Iraq and Afghanistan. According to
European Commission (2016), more then 32,000 asylum seekers arrived in Finland, many
times the usual number. This new phenomenon increased the debate on immigration pol-
icy. Asylum seekers and international experts, who in fact have very different starting points
and impact on the Finnish economy, are still easily bundled in the same immigration debate.
The discussion on working life between these groups is different, therefore this thesis does
not focus on migrants who have recently arrived in Finland as an asylum seeker and not as

an international expert.



1.6 Theoretical Framework

The theoretical framework helps to lead the research's conceptual structure and steer think-
ing towards the goal. The theoretical framework of this thesis combines researcher’s previ-
ous knowledge and topic-related literature. The knowledge base of this thesis consists of a
multifaceted theory related to the topic, which brings together perspectives, observations
and research-based information on multiculturalism and its phenomena. International pub-
lishing platforms, reliable websites and the researcher's own working life experience and
intuition have been combined to define the literature-based knowledge base. The academ-
ical literature review selected for this thesis is based on peer-reviewed studies and research
findings in the field of social psychology and working life research by internationally re-
nowned researchers. Information has been sought and structured also from articles, news
and industry journals to diversify the topic and provide practical examples to the reader.
Literature is critically treated, compared and summarized for relevant theoretical framework.
Related key concepts are explained in their own paragraph in the theoretical part. Other
terms are defined in the context in which they arise. The research questions determined the
nature and number of sources acceptable for the thesis. Empirical data acquisition is ex-

plained in empirical part more detailed.

1.7 Validity and reliability

A good quality research study provides evidence on how validity and reliability factors are
addressed. Validity is defined as the extent to which a concept is accurately measured in a
quantitative study. (Heale, R et al. 2015). One feature to measures the reliability of a quali-
tative research is how well the results can be scaled and generalized. The theory part of
this thesis deals with labor shortage extensively first globally, then on European level and
finally lowering to country level and finally regionally focusing on the Lahti region. The the-
ory part also specifies different business areas that are facing the most severe labor short-
age. The theoretical part is thus very generalizable, especially in similar social structures as

Finnish society represents.

The empirical part narratively approaches the selected companies' personal and unique
recruitment experiences. The stories are intended to serve as inspiring examples for other
companies and are not intended to be copied as they are. The empirical section of the thesis
cannot be scaled as such, but it can be exploited in an applied manner. This would also be

desirable when considering the effectiveness and impact of the thesis.



Reliability relates to the consistency of a measure (Heale et al. 2015) and it can be a way
of assessing the quality of the measurement procedure used to collect data in a study (Laerd
dissertation.) In order to reduce errors and minimize the impact of external factors in the
empirical data collection, all interviews were conducted in the same way, giving the inter-
viewees the same amount of prior knowledge about the topic and motivation to conduct the

thesis.

Research participants and the interviewees were informed about the publicity of the final
thesis and they are aware that the interviews, which were held in Finnish, will be translated
into English exclusively by the author. The interviewees were asked separately for permis-
sion to submit citations under their own and company name. Five of them accepted to use
their names and two wanted to be handled anonymously. An additional interview with the
recruitment company about the diversity recruitment, which is found in the appendices, was

also allowed to be published with name.



2 Europe and Finland is lacking skilled workforce

This chapter deals with the development of immigration history in Europe and Finland.
Some key identified statistical and register data contents have been included at the begin-

ning, because they are important in predicting future migration trends.

Reliable and comparable statistics provided by the European Union Member States are
relevant for immigration monitoring, evaluation, and decision-making within the region.
There are several key actors responsible for immigration policies and related statistics in
Finland, most of them working closely with EU networks and connections. Some of the ac-

tors worth mentioning and also relevant to this thesis are:

e The Finnish Immigration Service collects and maintains data on the registration of

EU citizens.

e Statistics Finland produces reliable and impartial statistics on Finnish society and

immigration.

¢ The Finnish Center for Pensions receives and produces annual statistical data on
employees sent to Finland on the basis of A1 certificates issued to Finland by the

social security authorities of the EU member states.

e Locally, public services, such as municipalities, TE Employment Services, Centre
for Economic Development, Transport and the Environment as well as regional de-

velopment companies provide data and instructions to support immigration.

To review national age trends in Finland and how Finland is ageing compared to other
countries, from global databases Countrymeters was selected as a key source in this the-
sis. Countrymeters provides data on population for most countries in the world based on
different open-sourced statistical databases. The Statistical office of the European Union
Eurostat and The European Migration Network (EMN) provide also objective and compa-
rable information on migration and support policymaking in the European Union in these

areas.

2.1 Immigration in Europe

Even though the starting point for the development of a European migration policy was the
signing of the Treaty of Rome in 1957, Europe took the first active steps on the migration

policy cooperation in the 1980°s. Since then, the focus has been on cross-border issues



such as free movement of citizens, guaranteeing fundamental rights, the fight against ter-
rorism and organized crime, and asylum and immigration matters. (Seilonen, J., 2016). The
European Union is an economic and political union of 27 European Member States. Migra-
tion and asylum policy will enable the EU to benefit from increased mobility and to meet its

challenges. (Euroopan komissio, a.)

According to Luedtke (2016, 412) in order for a Europe without internal borders to work,
and for EU to have a common external border, it is necessary that the member states agree
on a common policy on who are allowed into the EU, and what rights and freedoms the non-

member state nationals have. (Seilonen, J. 2016).

The principle of sustainability guides Finland's skills-based immigration policy. The most
internationally visible and recognized guidance tool (also affecting immigration policy) con-
sists of the seventeen sustainable development goals defined and set by the United Na-

tions, their numerous sub-goals and almost 250 indicators. (United Nations.).

2.1.1 Immigrant flows

Among the maijor regions of the world, the largest number of international migrants in 2020
resided in Europe, with a total of 87 million. Northern America hosted the second largest
number of migrants, with almost 59 million. Northern Africa and Western Asia followed with
a total of nearly 50 million. (Montiglio, 2021). In 2018, according to Decoding Global Talent
2018, Finland was not among the countries that foreign talents likely wanted to move be-
cause of work. The TOP5 countries ni 2018 were the USA, Germany, Canada, the UK, and
Australia. (Staffpoint, 2020).

In 2020, 8.6 million non-EU nationals worked in the EU labor market, representing 4.6% of
the total EU workforce (189.1 million people aged 20-64 in total). Many non-EU nationals
are workers in so-called critical sectors and have long been oversupplied in Europe. (Eu-
roopan komissio,b.) The corona pandemic created a lot of unemployment in Europe and in
some areas it further increased the oversupply of labor. In others, long-standing problems

have worsened due to the pandemic. (Eurofound, 2021, 3).

2.2 Demand and supply powers of labor markets

OECD has thirty-eight member countries. Data collated by the OECD, within its most ad-

vanced industrial democracies, about 20 million fewer people are working than before the



coronavirus struck. Of these, 14 million have exited the labor market and are classified as
“not working” and “not looking for work”. Compared to 2019, 3 million more young people

are not in employment, education or training. (Taylor, 2021.)

Causes for the labor shortages vary from one country to another. Retirement of large age
groups have long been a well-known phenomenon also in Europe, but the corona pandemic

have accelerated retirements and thus labor shortages in some countries.

Generous furlough benefits and part-time work schemes in European countries, as well as
stimulus checks in the United States, have given many workers a financial cushion that may
be delaying their return to the job market. Between 2013 and 2019, the proportion of busi-
nesses indicating that the availability of labor was a factor limiting production increased
nearly fivefold in construction, quadrupled in industry and more than doubled in the services
sector. (Eurofound, 2021, 3.)

While most developed countries try to curtail immigration of basic-skilled workers, migration
of high-skilled workers is often encouraged and facilitated. For those European countries
that have been for long proclaiming themselves to be non-immigration countries, these de-
velopments represent a major shift in immigration policy. (Hercog 2008.) Globalization, new
technological achievements and ageing of rich-country population are the three long-term
trends that are most often referred as the ones that most raise the intense international
competition for talents. Finland is also highly affected by these three of the above-men-
tioned trends. Nearly all developed countries go beyond simply attracting skilled workers by
also developing their attractiveness in order to make skilled people stay longer (Staffpoint,
2020.) As skills-based immigration is evidently increasing, it is important to ensure the re-
sponsibility of operations on a large scale, both from the point of view of the newcomers

and the receiving society.
Ageing population

Older population needs more governmental support and therefore it is important to monitor
the age of population. The Finnish population is ageing rapidly and the birth rate is insuffi-
cient to maintain population growth. The picture 1 shows, that the Finland population pyra-
mid represents a contracting type. This type of pyramid is fairly common in highly developed
countries with low birth and death rates. Countries with this kind of population age distribu-
tion model usually have high level of education and good health care, that leads to long life

expectancy (Countrymeters.)
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Figure 1. Population Pyramid of Finland in 2021 (PopulationPyramid.)
Globalization and urbanization

Globalization intensifies worldwide social and economic relations. Distant localities are
linked in a way that local occurrences are shaped by events occurring thousands of miles
away and vice versa. (Anthony Gidens, according to Dokos, T. 2017, 104.) The pace and
direction of globalization (to cover not only the "core" but also the "gap") is just one of
many trends and factors affecting population movements, albeit an important one (Dokos,
T. 2017, 103.) The acceleration of globalization has led to a demographic shift. The line
between global affairs and domestic matters is increasingly blurring and both have im-
pacts on each other. Urbanization draws masses of people to cities, and as information
connections and the availability of data increase, people in every corner of the world set
off in the hope of a better future. The increased mobility among migrant workers travelling
around the globe for career progression, and the rising need for a talented and skilled
workforce are resulting in diversity becoming a key driver in economic growth across the

world (Global Diversity Practice.)



Technological development

Technological development requires increasingly diverse and advanced expertise. Compa-
nies compete on these experts globally. Technological developments provide companies
with, for example, increasingly accurate future forecasts to support their business and
smarter interaction between people and systems. As the world becomes more and more
networked, and expert and development work, in particular, can be done remotely almost
anywhere globally, the physical location of an international expert is no longer a threshold

issue.

Finland has a reputation as a world leader in innovation and technological development,
which is of interest to IT professionals in India and South-East Asia, for example, to offer
good personal development opportunities. In this way, Finland also receives the necessary
new know-how outside the boarders. However, moving to Finland requires much more than

just a promising career.
Dependency ratio

According to Countrymeter, the total dependency ratio of population in Finland is 51.2 %.

Dependency ratio of population means a ratio of people who are not generally a part in the
work-life or not included in the labor force (the dependents) to workforce of a country (the
productive part of population). The dependent part includes younger and older population,
population under 15 years old and people aged 65 and over, which is considered as the
productive part of population. Finland’s dependency ratio is relative high showing that the
dependent part of population is more than a half of the working part and the pressure on
productive population in Finland is high. (Countrymeter.). Countrymeter’s statistic also show
that aged dependency ratio in Finland is 26.9 %, which is a ratio of people above working

age (65+) to workforce of a country.
Pension system

A high employment rate and well-functioning pension system are the foundations of a wel-
fare state. Finland has a highly developed pension system, which guarantees either an em-
ployment pension or a national pension and guarantee pension for every citizen. According
to Keva, particular attention should be paid to coping and well-being at work, including those
with disabilities and partial disabilities. Every employee is needed for to take care of our
pension system and our society. (KEVA.) Migration is a phenomenon that is not only a result
of the economy but is one that is constantly affecting the economy (AP Human Geography

Migration.)

Push and pull factors for migration



People migrate for different reasons, such as economic, political, social or environmental
factors. People migrate to find more secure and stable environment to live in or to be closer
to family or friends. Political persecution, war or natural disaster force people to find better
life-quality around the world. Economical migration means moving to find work or follow a
particular career path. (Bitesize.) Economical pull factors play an important role for people

looking for more income level or otherwise higher standards of living.

Economic push and pull factors define the migration flows between the countries. Economic
push and pull are the primary driving forces in modern migration (AP Human Geography

Migration.)

Economic push factors are based on negative forces such as poverty, environmental deg-
radation, unemployment, low pay, low standard of living, high taxation, and lack of re-
sources and services or factors forcing people to migrate. Economic push factors can result
brain drain, when the best and the brightest leave a country because of a lack of opportu-
nities. (Economic Push & Pull Factors, 2021).

Pull factors on the other hand attract people to move to a new country. These positive forces
usually relate to career opportunities or better working conditions, higher wager or higher
standard of living, low taxation, attractive amenities as well as abundant resources and ser-
vices. (Economic Push & Pull Factors, 2021; Thet, K.K. 2012).

2.3 Different types of immigration

As people migrate on different reasons, they are also handled different in political systems
way due to their social status as migrants. The concepts of immigrant involve both broad
umbrella concepts and more specific and limited terms. In everyday language, concepts are
sometimes confused with each other, but in official use, concepts need be handled with

care.

A refugee has left their home usually due to push reasons, to escape from uncertain political
situation in their country, usually war or other catastrophic occurring. Refugees carry hardly
any possessions with them and may not know exactly where and when they will finally set-

tle. Refugees are often dependent on states and systems.

Asylum seeker is a person applying for asylum and a residence permit in a foreign country.
Only a small number of asylum seekers receive UN refugee status, but asylum can be
granted without the need for protection or on humanitarian grounds. Asylum seekers are

usually motivated by the push factors.



Immigrant is a person who is a citizen of another country and moves to the country for a
longer period of time. Immigrant can be motivated by either push or pull factors or both.
Basically, the concept of immigrants include all those who have moved to another country

from different reasons.

Migrant is a person who has voluntarily and with permanent intentions moved to another
country to live and find job. The word should not be used, for example, for refugees or
asylum seekers. However, as a broad concept, migration can include people who move for

different reasons. Migrants are usually motivated by the pull factors. (STT.).



3 Immigration rates in Finland

At the end of 2019, a total of 423 494 people with a foreign background lived in Finland
(Statistics Finland, 2020.) Biggest background country groups of persons with foreign back-
ground 2020 came from former Soviet Union region, Estonia, Iraq, Somalia, former Yugo-
slavia, China, Vietnam, Afghanistan and Turkey. Statistics Finland's figure (2) illustrates the

largest groups with a foreign background by country in Finland in 2020.
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Figure 2. Biggest background country groups of persons with foreign background 2020
(Statistics Finland, 2020)

According to Countrymeters, the number of migrants in Finland within a year is roughly
around 20.000 per year. This is roughly one third less then natural borns in Finland. Be-
tween November 2020 and November 2021 19.504 migrants arrived to Finland. The foreign
labor and foreign degree student statistics that have remained at the same level for a long
time and supports the view that Finland should be better marketed to talents (Staffpoint,
2020.)

Countrymeters predicts that the Finnish migrant level will increase by almost 2000 migrants

by 2023, estimating 21.900 migrants for 2022 (60 immigrants average per day). The actual



numbers do not reflect the exact migration situation due to COVID-19 movement re-
strictions. (Countrymeters.) The Government is seeking to at least double the current vol-
ume of work-based immigration by 2030 to attain the overall increase of at least 50,000
work-based immigrants. (Valtioneuvosto, 2021.) As mentioned also before, the skills-based
immigration is evidently increasing and it is important to include the responsibility aspects
in all operations on a large scale, both from the point of view of the newcomers and the

receiving society.

Europe offers unique possibilities for immigrants and is attracting them in with it's growing
economies. Freedom of travel within Europe enables immigrants to start in the most acces-
sible country and later make their way to their final destinations, such as Northern European
countries. (AP Human Geography Migration). For many employees, it is a usual way ending

up work in Finland; settle in the country first and then look for jobs.

3.1 International talents in Finland

Finnish economy would especially benefit if more international specialists, entrepreneurs
and researchers find jobs in Finland. At the moment, the vast majority of those who apply
for a residence permit to work in Finland are workers, such as seasonal workers. Only a
small number of specialists aspire to Finland. International students are also a desired
group. In best case, students can meet their future employers during their studies in Finland

and stay in the country having a long career after graduation.

The most typical person arriving to work in Finland is a construction worker from Estonia,
Poland, Lithuania or Latvia. Estonians represent the largest group of foreign labor in the
construction sector. Many of them have settled in Finland more permanently and set up
their own firms. (Rakennusteollisuus.). As many as a third of applications for a residence
permit for ordinary workers have been submitted to the construction industry this year. Sea-
sonal work, especially in the summer, has traditionally attracted a large number of workers
from Eastern Europe and the Baltic countries. Finland is also becoming a destination for
health care professionals and especially private health care companies have hired thou-

sands of nurses from Philippines.

It is challenging to differentiate international experts with specific competence by country. It
is commonly known that IT professionals are educated in India and high value-added ex-
pertise can be acquired from America. Unambiguous statistics specifying the countries of
origin of high-skilled workers are scarce. Finnish employers are not obliged to keep a reg-

ister of the nationalities of their employees. In case asking, an employer should be able to



justify why he or she is asking for it, as in principle, the employees culture or ethnicity does
not determine their skills. Certain tasks in the security sector or in the national defense

require Finnish citizenship.

Finnish cultural minorities have a legal right to maintain and develop their own language
and culture in Finland (THL.) Those who are able to implement themselves freely are more

likely to stay in Finland to work longer.

3.2 Demographic development indicators for the Lahti region

According to Statistics Finland's demographic statistics, the official population of the city of
Lahti at the end of 2021 was 120,027. Cultural minorities represent marginal proportions in
Lahti. There are no large minority concentrations in the region. Russian-speakers formed
the largest group of foreign-speakers in Lahti. The slight increase in the population of Lahti
was based entirely on the foreign-speaking population, as the number of native speakers in
Lahti decreased during 2021. The number of foreign speakers increased by 394 people. At
the end of 2021, the share of foreign speakers in the population was 7.8% in Lahti, i.e. 9,406
foreign languages, which is the highest figure in the history of statistics. The share of foreign
citizens in Lahti in 2021 was 4.9%, or 5,871. Societal and language training is available for
immigrants either on-site at local training centres or online from elsewhere in Finland.
(Marola, J. 2022).

3.3 Expertise gaps in the Lahti region

At the national level, the shortage of experts is expected to increase in the future. 64,5 %
of respondents reported in the study that the need for work force will increase (some say
significantly) over the next six months. It is estimated that in two to three years, the corre-
sponding figure will be 76.3%. According to companies, the leading recruitment challenges
stem from the fact that there are simply not enough candidates applying for the jobs. Appli-
cants’ limited work experience, or unsuitable training, is also a problem, leading to a so-
called clash problem. Incentive traps, i.e. the fact that it is not worth taking a job because
the after-tax share of wages is not much higher than subsidies, were also barriers to ac-

cessing labor. (Valtonen, M. 2021).

The industry structure of Paijat-Hame companies is quite similar to that in Finland in gen-

eral. Industrial companies employ significantly more and construction companies slightly



more in Paijat-Hame compared to the rest of the country. Many family-owned businesses
in Lahti have long roots and a significant impact on the region’s economic success. The city
of Lahti and the whole region compete for attractiveness and migration with other major

Finnish growth centres while struggling with the burdens of an aging population.

In 2019, 74% of the turnover of Paijat-Hame companies generated from industry, trade and
construction. 70% of the turnover was generated in Lahti, which shows that the city of Lahti
with its surroundings is the business hub of the region. Exports of goods by domestic indus-
try are relatively more important in the regional economy of Paijat-Hame compared to the
rest of the Finland. (Paijat-Hameen Liitto, 2021).

The shortage of experts will also increase in Hame, but with a slight delay compared to the
rest of Finland. According to similar survey conducted by the Paijat-Hame Chamber of Com-
merce's to 106 companies in the Lahti region, the main challenge in recruiting employees
is that there is simply not enough candidates for vacancies. In the Lahti region, companies
also consider intensified competition for employees and the applicants' limited work experi-
ence or unsuitable training as recruitment challenges. In addition, weak labor mobility, age-
ing and long distances to the workplace pose many challenges in the Lahti region. (Hameen
Kauppakamari, 2021). Specific figures on how many companies employ international pro-
fessionals and how many different nationalities work in companies are not available. These
figures are also expected to vary, as some are permanent and some represent temporary
labor. Uncertainty of the numbers is increased by several seasonal workers from arriving
from abroad in Lahti, especially for summer and Christmas. In the empirical part, the inter-
viewed companies for this thesis were asked about the share of foreigners in the labor force,
which indicates the coverage of foreign labor employed by industrial enterprises in the Lahti

region.

In both the national and Paijat-Hame Chamber of Commerce's surveys for companies in
2021, the responses strongly highlighted the need to increase the work-based and study-

based immigration and further actions to attach them with local work life.

Appendices 2 and 3 show the differences between the responses given to queries. Accord-
ing to the surveys, increasing work-based immigration was seen as very important in Paijat-
Hame's companies, while nationally it was seen as somewhat important. This shows that
companies in the Lahti region believe that increasing labor-based migration is one of the

best ways to increase the employment rate in the region.

In the next few years, companies in Paijat-Hame will need experts in the fields of technol-

ogy, trade and administration and service sector, in particular. It is estimated that there will



be a shortage in the Lahti region in the coming years for those who have completed a sec-
ondary vocational degree or a bachelor's degree. On the other hand, there is no perceived
shortage in recruiting from the extreme ends of the degrees i.e., either primary school grad-
uates and university doctors. In addition, there is uncertainty about the required number of
applicants for data processing and telecommunications professionals and the availability of

the latest related information. (Hdmeen Kauppakamari, 2021).



4 Characteristics of multiculturalism and diversity
4.1 Definition of multiculturalism

Where are people, there is culture. Culture takes time to develop and is not changed rapidly.
To understand the complexity and competitive advantages of multiculturalism, it is useful to

explain certain concepts related to culture and its forms.

Culture is defined as the shared patterns of behaviours and interactions, cognitive con-
structs, and affective understanding that are learned through a process of socialization.
These shared patterns identify the members of a culture group while also distinguishing
those of another group. (University of Minnesota.) According to Damen, L. (1987, 367.)
culture is mankind's primary adaptive mechanism. Having a sence of culture and its related
skills is a unique human attribute. Fundamentally, culture is a group of problem-solving tools

for coping in a particular environment. (Moran, R. 2011, 34.)

In the history of the world cultures have been born and lost. The strong have won and the
weak have faded away or merged with other cultures. Culture is a personal experience for
people and determines a person’s image of themselves and the world around them. People
and corporate cultures have much in common. Corporate culture means what happens
when no one is watching. According to Bush (n.a.) a corporate culture is the feeling that

makes you want to go to work or alternatively stay at home (Great Place to Work.)

Collins relates the idea of equality on multiculturalism and defines the concepts as a situa-
tion in which all the different cultural or racial groups in a society have equal rights and
future prospects, and where any cultural minority is ignored or regarded as less important.
(Collins Dictionary.) Multiculturalism stands as a challenge to liberal democracy. (Eagan,
J.L.). Multiculturals are individuals who understand more than one societal culture, which
allows them to make informed cultural interpretations in multiple contexts. (Llcke, G., et al.

2014.) Globalization assembles multi-cultural spaces in modern societies.

Cognitive perspective studies shows, that meaning systems have long been considered a
critical aspect of culture, if not the essence of it. Understanding how people internalize
meaning systems that help them interpret multiple cultural environments is essential for

explaining multiculturalism. (Lucke, G., et al. 2014.)



4.2 Diversity and inclusion

Diversity is about globalization, organisational learning and the growing importance of
knowledge management, just as much as it is about recruitment, equal opportunity work-
force demographics and social integration (Moran, R. et al. 2011, 165). Diversity means
understanding one another by surpassing simple tolerance to ensure people truly value
their differences (Global Diversity Practice.) Culture and diversity are strongly interlinked,
but with the difference that culture describes people and manifests itself at the societal level

and diversity describes people at the individual level (Young, A. 2020.)

Academical studies identify and examine two types of diversity: inherent and acquired. In-
herent diversity involves traits one is born with, such as gender, ethnicity, and sexual orien-
tation. Acquired diversity involves traits one gain from experience, such as working in an-
other country can help one appreciate cultural differences, for example, while selling to fe-

male consumers can provide gender smarts (Hewlett, S-A. et al 2013).

When talking about diversity, it is also important to know the different levels of it and how
much these levels drive the attitudes towards others. Differences between surface-level and
deep-level diversity explain the differences how people think and act as they encounter
diversity. Surface level diversity is a person's genetic or visible physical traits, such as gen-
der, age, or skin colour. These physical characteristics have very little to do with how a
person thinks, although they may affect his or her behaviour depending on possibly experi-
enced discrimination. Deep-level diversity refers to non-perceptible traits that can be hidden
or revealed at a person's discretion, such as beliefs, attitudes, norms, values and religious
beliefs. (Young, A. 2020).

Inclusion, on the other hand, is appreciating differences between individuals. In business
life it means organisational efforts and practices in which different groups or individuals with
different backgrounds are culturally and socially accepted and welcomed (Global Diversity
Practice.) In simple terms, diversity is the mix, and inclusion is enabling the mix to work well

(Global Diversity Practice.)

4.3 Cultural factors in communication

Intercultural communication is a process whereby individuals from different cultural back-
grounds attempts to share meanings. Effective communication across cultural and linguistic
boundaries is difficult, for it involves learning to use flexible approaches to listen, observe

and speak according to the specific situation at hand. Words represent perhaps only ten



percent of the total communication (Moran, R. et al, 2011, 39-58) and therefore, under-
standing the differences of non-verbal gestures and signals in different cultures can help us
become better in cross-cultural communication. Gestures, facial expressions, hand move-
ment and even a touch can mean different thing depending on the culture. Figure 3 illus-

trates a hand-gesture and what it means in three different countries.

EGYPT
Be patient

GREECE
That'’s just perfect
ITALY

What exactly do you mean?

Figure 3. Hand gesture with various meanings (Moran R. et al. 2011, 60)

Misinterpreted non-verbal communication can have far-reaching implications. It is good to
know the cultural background of the business partner so that, for example, there is no un-
necessary confusion or time spent interpreting different gestures during a meeting or nego-

tiation.

People can communicate in many ways and a shared understanding through communica-
tion is vital in the workplace. For example, safety guidelines in the workplace should be
understood regardless of languages spoken in the workplace. The company’s onboarding
material and various safety-enhancing signs can be multilingual and illustrated. A common
language connects people and proficiency in Finnish is a in many cases a precondition for

getting a job in a large number of companies.

The study of Finnish by immigrant workers should be made extremely easy and rewarding.
Employers can support language studies during working hours or fund a language course

during the evening. this also helps engage the employee in the workplace.



5 Multicultural work community

In a business environment, multiculturalism means the policy of maintaining a diversity of
ethnic cultures within a community (Collins Dictionary.) Understanding how to deal with cul-
tural multiplicity is particularly important for multinational corporations (MNCs), as it affects
their ability to conduct critical tasks such as global integration of dispersed operations,
cross-border transfer of management practices, and learning across different environments.
(Licke, G., et al. 2014.)

5.1 Culturally competent organization

Culturally competent organizations have a lot of similarities in key characteristics. Barr and

Strong (1987, 20-23) defined four characteristics/conditions of multicultural organization:
e genuinely committed (action as well as words) to promoting diversity at all levels
e sensitive to maintaining an open, supportive and responsive environment

e working toward and purposefully including elements of diverse cultures in its ongo-

ing operations
e authentic in responding to issues confronting it.

In action these also mean that organizational policies and practices are carefully monitored
to the goals of multiculturalism and there is true commitment to change policy practices that
block cultural diversity. (Sue et al. 1998, 44.) A broader range of skills and experience within
the team thru diverse workforces is proven to create better problem solving and avoiding
“echo chamber” or confirmation bias mentalities much more effectively (McConnel, B.
2021.)

According to Barrett (2006), the following competencies are recommended to be adopted
by organisations to help create the conditions that recognizes the human factor and demon-
strates value for diversity. This can be done by analyzing the employee work environments
and mechanisms through the lens of multiple legal systems and being culturally sensitive
to each employee’s motivational dynamics and administrative systems. Company should
also create mechanisms for employees to identify cultural diffenrences and provide ways to

connect across those differences. (Moran, R. et al 2011, 166-167).

Even though Barr, Strong and Barrett have studied the key organizational competencies in

different decades, the outcomes are quite similar; diversity is a natural part of humanity and



should not be hidden at any level in the work community. In his work, Barret places a special
emphasis on the company’s responsibility to create a safe, functional, and communicative
work environment for individuals. Both authors also emphasize the importance of fluent
verbal and non-verbal communication among staff as a starting point for culturally compe-
tent organization. Company’s and especially leaders role in enabling communication within
the organization is discussed later in the thesis in chapter 6 that handles diversity manage-

ment more profound.

The Diversity Barometer 2020, conducted by the Finnish Institute of Occupational Health,
describes the views of Human Resources (HR) professionals on diversity in Finnish work-
places. The results suggest that there have been positive developments in attitudes towards
diversity in Finland over the last ten years. A total of 250 HR professionals participated in
research for the Diversity Barometer. (Bergbom, B. et al, 2020). Cultural competence can
be measured with job satisfaction surveys, personnel diversity questionnaires and providing

ethical guidelines among others.

5.2 A diverse work community as a company resource

Not only are individuals product of their cultural conditioning, but institutional values and
practices often reflect the biases of the larger society (Sue et al. 1998.) Inside organizations,
where predominant ethnic majority are natives of the country, recruiters and managers tend
to employ people similar to themselves, with the same appearance, opinions and beliefs
and thus sometimes unconsciously avoiding diversity. Therefore, it is important to stress
the fact that diversity and inclusion are not only a current social responsibility trend, but it is
more and more regarded as a differentiating factor in organizational competitiveness.
(Botika 2018, 5.)

According to Tyoterveyslaitos, the diversity of the work community has been shown to have

several benefits. Diversity has a positive effect on
e organizational innovation and creativity
e customer satisfaction
e reaching new customer groups-
e economic viability

e attractiveness of the workplace



o staff satisfaction and
¢ the public image of the organization.

Companies with high levels of racial and ethnic diversity are 33-35% more likely to outper-
form their industry averages financially (Hunt et al. 2018.) The benefits of a diverse work-
force not only provides social harmony at work for the employees, but also increases
productivity and profitability that will help the organisation to succeed in the global market-
place (Global Diversity Practice.) Diversity unlocks innovation by creating an environment
where “outside the box” ideas are heard (Hewlett, S-A. et al 2013.) Diverse companies are
more successful in bringing aboard top talents, excelling in customer and employee satis-
faction, taking better decisions, and have a global mindset (Botika 2018, 8.) Sharing the
legacy of diverse cultures advances social, economic, technological and human develop-
ment (Moran R, 2011, 34.) According to Talent trends research, more than half (58%) of
company leaders say the biggest gain is giving the organization a broader and more inclu-
sive perspective on topics and projects - in other words, accelerating work as a result of

different voices. (Randstad Sourceright, 2019).

According to Tharenou & Kulik (2020) skilled migrants hardly ever replace local employees,
a concern often felt by host countries” citizens, but instead it may help developing a whole
new jobs in a host country (Nieminen, M. 2020.) This also applies to the company hiring
international professionals: a diverse talent pool attracts even more diverse applicants. New
research provides compelling evidence that diversity unlocks innovation and drives market
growth—a finding that should intensify efforts to ensure that executive ranks both embody

and embrace the power of differences (Hewlett, S-A. et al 2013.)

5.3 Diversity as a part of company strategy

Companies are still uncertain about how they can most effectively use diversity and inclu-
sion to support their growth and value-creation goals. Multiculturalism can be either an ab-
solute value or a strategic choice that aims, for example, to brand a company to a new
customer base by hiring representatives of the target customer base in the company. Di-
versity strategy makes employees feel the business is focused on people and the strategy

positions the organization for growth (Randstad Sourceright, 2019.)

In Finnish Diversity Barometer 2020, 69% of human resources (HR) professionals esti-
mated that diversity and equality have been highlighted in their organisation strategy or

action plan. The corresponding share was 58% in 2011 and 64% in 2016, which shows that



the integration of diversity into operational planning has gradually increased year by year in
this respect. (Tydelamatieto, 2021). Figure 4 below illustrates this trend. Companies now
embracing diversity into their values and strategies are many steps ahead of others on their
way to future success (IMAGO-hanke, 2022.) Communicating about the values helps an
organization to understand that diversity strategy is not just cosmetic, but has a real purpose

for everyone connected to the organization (Randstad Sourceright, 2019.)

Onko monimuotoisuuden ja yhdenvertaisuuden arvostaminen nostettu esiin organisaatiosi strategiassa,
toimintasuunnitelmassa tai vastaavassa?
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Figure 4. Companies” gradual growth trend in the integration of diversity into operational

planning (Tydelamatieto, 2021)

Considering diversity at the strategic level means careful preparation for the company.
There are various indicators and policy recommendations that help to reach the targets.
Business Finland has introduced a so-called diversity meter as an introduction to companies

to help them assess:
¢ the readiness to recruit international labor
o the openness of the organisational culture

e and the suitability of their practices to diverse management of the work community.



The diversity meter enables the company to assess seven dimensions of the work commu-
nity: mindset of the management, recruitment needs, supervisory work, teamwork, custom-
ers, communication, instructions and systems. (Hiekkanen-Makela, U.). The power of diver-
sity can only be unleashed and its benefits reaped when individual differences are recog-
nized and learned to respect and value each individual irrelevant of their background

(Global Diversity Practice.)

5.4 Effects on company culture

Inclusive cultures make people feel respected and valued for who they are as an individual
or group (Global Diversity Practice.) According to Sue et al. (1997, 110) Process for plan-
ning a cultural diversity is a broad one. The process involves assessment, building support,
facilitating leadership, developing policies and implementing change. Although changes in
an organization’s cultural competency may occur by plan or happenstance, a planned
change is usually perceived as desired change, whereas unplanned changes are more
likely to cause confusion and resistance. (Spanion et al. 1990, according to Sue et al 1997,
110).

Diverse company culture and related inclusion processes engage employees and make
them feel valued as essential to the organisation's success. Evidence shows that when
people feel valued, they function at full capacity and work hard to achieve common visions
and missions. This shows that culture shift towards inclusiveness creates higher-performing

organizations where motivation and morale soar. (Global Diversity Practice).

Schein (1990, according to Sue et al 1997, 110) starts the cultural diversity assessment by
looking at three levels of organization from three perspectives: levels of organizational in-
tervention, barriors to multicultural change and ways of incorporating multicultural compe-
tencies into organizations. After assessing the readiness and resources available for
change, planners should make sure they have cultivated support for their cultural compe-
tency goals. Diversity must be combined with institutional policies that value diversity, there-
fore no comprehensive implementation of multicultural practices can take place without the

support of top decision- and policymakers of the organization. (Sue et al. 1997, 113).

Corporate culture can be viewed at three different levels; multicultural, cross-cultural and
intercultural. The differences between these are best explained through communication; in
multicultural organization people work alongside one another, but each cultural group does
not necessarily have engaging interactions with each other. In cross-cultural communica-

tion, differences are understood and acknowledged, and can bring about individual change,



but not collective transformations. In cross-cultural societies, one culture is often considered
“the norm” and all other cultures are compared or contrasted to the dominant culture. Inter-
cultural communication focuses on the mutual exchange of ideas and cultural norms and
the development of deep relationships. In an intercultural society, no one is left unchanged
because everyone learns from one another and grows together. (Schriefer, P. 2016). The
differences are largely related to the views through which people encounter each other.
How much a company encourages employees to engage in multicultural collaboration de-

termines the degree to which the company reaches the three-point scale described above.



6 Diversity management
6.1 Multicultural work community management

Diversity management is a broad concept and goes deeper than leading a group of people
to make their co-existing inclusive or helping them to create diversity-driven action models
for the rest of the organization. Since there are many approaches to the topic, this paragraph
handles the topic from two aspects: first, by describing the competitive advantages the well-
performed diversity management creates, and second, approaches the subject from the

field of social psychology thru concepts such humanizing equity and diversity networks.

Growing cultural diversity with lack of cultural competence can lead to predicament situa-
tions. The diversity itself does not yet bring benefits. Diversity must be managed in such a
way that its benefits can be harnessed. Personal cultural competence is a key requirement
when working in multi-cultural organization. When the management of the company wants
to recruit foreign talents, the organisation should first initiate internal internationalisation
(Hiekkanen-Makela.)

Diversity management creates a competitive advantage in multiple areas within the com-
pany and the main are: creativity, talent acquisition, problem-solving, organizational flexibil-
ity. (Botika 2018, 8.) Diversity management raises the awareness of cultural differences and
can channel these assets for the benefit of the company. Diversity management and gov-

ernance require resources and exceptional management skills (Bergbom, B. 2020.)

Learning to manage cultural differences is a means for all people to become more global in
their outlook and behaviour, as well as more effective personally and professionally. When
cultural differences are understood and utilized as a resource, then all benefit. When the
are not, the costs are significant. (Moran et al. 2011, 35). There is a very strong empirical
confirmation that the successful diversity management and a resulting improvement in or-
ganizational performance are positively correlated (Moran et al. 2011, 164.) Ortiz (2018)
encapsulates useful tips for managing diversity, dividing them into guiding principles and

guidelines to facilitate communication:
e facilitate open communication to diminish cultural and language barriers,

e create inclusive policies to help everyone follow same policies, practices, and pro-

cedures,

e encourage workforce interaction to help them appreciate differences (Young, A.
2020).



6.1.1 Humanizing equity

Humanizing equity is an approach to equity work that ensures the most marginalized people
are the face of the solution, not the problem (Johnson, A. 2021.) As an organizational dis-
cussion, it means finding ways to shift future practices so that the work is community-driven
and inspired. Humanizing equity is a valuable addition to expand diversity leadership to a
new direction because it can help lead the organization toward a more permissive path. A
leader can promote social equity discussion and its inculcation in the community by collect-

ing and conceptualizing equity efforts and inventing ways to humanize those efforts.

Humanizing equity means also that the diversity efforts and practical advancements are in
line with the needs of the community members to make sure that the organizational change
towards a more inclusive and permissive community starts and continues to progress to
right direction. This helps the whole community understand the richness of the engagement
for common goal and helps the community avoid the so-called white savior complex, which
is toxic for community-oriented advancements in the long run. Johnsson A. (2021) describes
white savior complex in the community as folks who go into the community, give the solution
and then walk away. The solution ends up having nothing to do with the community needs,
but is rather a single opinion from someone who assumes to know what the rest of the

community needs.

6.1.2 Diversity networks as diversity management instrument

Diversity management and related strategies can enhance company's equality agenda. In
recent years, the use of diversity networks as diversity management instruments in organi-
zations has increased tremendously. Diversity networks support several needs of employ-
ees with different social identities, such as ethnic minorities. (Dennisen et al. 2019). Accord-
ing to Foldy (2002), as part of the larger diversity management agenda, these in-company
networks are initiated to inform, support and advance employees with historically margina-
lided social identities. (Dennisen et al. 2019.) Diversity networks can have different pur-
poses and can be set up either for members of the same minority group or for anyone who
wants to take part in diversity conversation in a company. Diversity networks can help to

progress equality by:
e providing a regular forum for discussing diversity issues

e providing networking opportunities



e raising issues in a safe environment

e contributing to policy development and implementation

e organising social events

e arranging events to raise awareness and celebrate diversity or

e contributing to staff development activities. (University of Cambridge, 2022.)

According to Cross and Armstrong (2008) and Friedman (1996) diversity networks are per-
ceived to have a positive effect on members’ career advancement, facilitate a safe space
for members to share experiences, and provide possibilities to advise management about

diversity and equality-related issues. (Dennisen et al. 2019.)

These researches discuss the importance of networks to promote two-way interaction be-
tween employees and managerial level, which is the starting point for a well-functioning
organization. Diversity networks at the company level mean bringing inclusiveness to or-
ganizational norms, policies, and practices. For example, diversity networks seek to involve
management to draw their attention to the organizational culture and processes that cause
inequalities. The network pushes minorities to call for changes in both mindset and practices

in order the company to include minorities in all decision making.

However, the positive effects of the networks are overshadowed by the fact that naturally
well-functioning networks cannot be ordered. They must be allowed to be developed on
their own. Foldy (2002) agrees, that diversity networks have met scholarly critique for their
lack of power to challenge organizations as they would have no choice but to follow the
managerial agenda (Dennisen et al. 2019). Even though scholars assign great significance
to building social capital through informal social ties, and social networks have positive out-
comes for certain social groups, the same forms can adversely affect on other groups. Alt-
hough tightly knit networks make possible the achievement of certain ends for their mem-
bers, this inner cohesion may restrict entry and deny benefits to non-members. Strong
bonding may also produce excessive social pressure for conformity, thus undermining per-

sonal freedoms. (Poteyeva, M. 2016).

6.1.3 The Ring Theory

This chapter has delt with humanizing equity and diversity networks to give diversity man-

agement new insights. The psychology-based Ring theory (figure 5) provides an interesting



way to tie these two areas together and therefore give new structure to diversity manage-
ment. Even though the Ring theory was developed by clinical psychologist Susan Silk, the
Ring theory can be applied to all sorts of situations or set-ups needing a better understand-
ing of the (supporting) roles of individuals around the situation. The key message of the
Ring Theory is: comfort in, dump out. In practice, it means the order of communication tones
and directions and who gets to ask for help from who while approaching the topic from a

pre-described angle.
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Figure 5. The Ring theory by Dr. Susan Silk (Premack Sandler, E. 2017)

The Ring theory can also be used as a tool to increase multicultural discussion by under-
standing the importance of different roles in the process. In the ring theory promoting diver-
sity (figure 6), the inside-outward communication is genuine and problem-oriented. Out-
ward-inward communication is adaptive, supportive, and solution-oriented. In this way, each
person involved is heard from their own point of view, everyone's needs can be taken into
account, but in the middle remains either a person or a group of people who represent a

cultural minority and who therefore receive the most attention.
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Figure 6. The ring theory promoting diversity (Anri Vuori. Adapted from Susan Silk’s Ring
theory)

The ring theory promoting diversity can help conceptualize and understand the tones and
directions of an organizational discussion to support diversity and inclusion. The advanced
model of the original ring theory has been developed during this thesis process and is driven
by social-psychological views that dominate the diversity management discussion. The new
model is a tribute to the original developer of the model and shows that using simple models
like the ring theory, can help the organization to conceptualize and support controlled diver-
sity transformation within in the organization. The ring theory promoting diversity highlights
the role of adaptive and role-specific organization conversation which is essential for the

diversity change to happen and maintain in all organizational levels.

6.2 Interculturally competent leader

Today’s leaders are challenged to create new models of management systems. For that to
happen, managers and other professionals must become more innovative and recognize
the contribution of each individual or unit to the effective workings of the whole. (Moran et
al 2011, 30).

A capable manager respects every employee as a person as well as an expert and knows
how to appreciate an employee’s specialty. According to Barnevik (1991) a manager have
to acknowledge cultural differences without becoming paralyzed by them (Moran et al.
2011, 31.)



Intercultural describes communities in which there is a deep understanding and respect for
all cultures (Schriefer, P. 2016.) Sheridan (2009) describes interculturally competent leader
from three clusters; intrapersonal competencies, interpersonal competencies and social
competencies. In her work, she describes a global leader at different levels, and one aspect
of leadership is leading multiculturalism. The following model of seven C’s (Figure 7) works

well for measuring or guiding multicultural leadership values for a smaller and locally oper-

ating company and is therefore included in this thesis.

EXHIBIT 1.6
INTERCULTURALLY COMPETENT LEADER
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Figure 7. Interculturally competent leader “Seven C’s” (Moran et al. 2011, 32)

A competent leader helps employees to develop their work community skills. Being a full
member of the work community and working in different teams requires the ability and skills
to make a constructive impact at work. Work community skills are manifested in good deeds
and businesslike behavior, as well as a positive attitude towards the issues that are im-
portant for the organization, the members of the work community, the manager and the
workplace. What is needed is the ability to listen, the ability to bring things in, the ability to

express dissenting opinions, and the effort to be understood. (Tydturvallisuuskeskus.)

Global business environment sets new challenges and requirements for the leader to adopt
the perspective of a global leadership. Global leadership results from the ability to unite a



global workforce around one vision by demonstrating personal mastery, thinking globally,
anticipating opportunities and using shared leadership networks. The most effective busi-
ness leaders understand that global thinking and combining a diverse workforce give them
a competitive edge. Effective, multi-level diversity leadership means that business leaders
approach the management from perspective of team improvements, overall organizational
improvements while keeping the entire organization reformation available. Leaders can de-
velop competitive advantage by consistently integrating deep-level diversity externally, ac-
tively promoting diversity, and through their internal systems and processes. (Young, A.
2020.) A business leader can cultivate an atmosphere of inclusion by developing a deep
level of diversity in the organizational environment. This means establishing systems and
policies that support the emergence of diverse problem-solving and decision-making teams
and their smooth collaboration. Thus, a leader with a diverse mindset does not steer the
individual too much but allows the emerging team dynamics among individuals to steer
everyone towards commonly understood goals. In this way, each team member also takes

responsibility and commits to appreciating community and inclusion.

Hewlett, S-A. et al (2013) listed six useful behaviours for a leader to unlock innovation

across the board:
e ensuring that everyone is heard
e making it safe to propose novel ideas
e giving team members decision-making authority
e sharing credit for success
e giving actionable feedback
e and implementing feedback from the team.

Leaders who allow diverse voices to freely be heard are nearly twice as likely as others to
unleash value-driving insights, and employees in a “speak up” culture are 3.5 times as likely

to contribute their full innovative potential. Hewlett, S-A. et al 2013).

A leader's working life skills serve as an example and guidance for employees. A leader's
strong interaction skills, conflict solving skills, and empathy help to develop these skills
around the organization. Interculturally competent leaders encourage mutual respect
among cultures by supporting intercultural understanding within the organization. If diversity
brings major upheavals to an organization, customized diversity training can be a good way
for international team leaders to adopt and learn to dispel employees prejudices about di-

versity, create cohesion, and promote employees’ working life skills.



Every company defines functional leadership differently. How intensively company operates
in an international environment and how multicultural personnel it has determines how much
diversity-driven management the company needs. Leaders who understand the potential of
cultural diversity recognize diversity as a positive force that encourages individuals and
teams to be creative and dynamic performance and pushes towards excellence. These
leaders understand why cultural wealth renews and refreshes a company and ultimately
improves competitive performance. (Young, A. 2020). Greater competitive advantage helps
to attract and retain high-quality talent, which again cultivates new competitive advantages
thru new type of social capital. Social capital is an interesting phenomenon and it brings
multidimensional debate around the topic of cultural diversity and especially how it is af-
fected by cultural heterogeneity. Social capital is discussed more detailed in the paragraph.
Before that, it is important to look at different recruitment methods that the companies can

use to guarantee the availability of the right experts.



7 Recruitment is a process

Cultural diversity begins with recruiting diverse people. These practices take non-discrimi-
nation and equality into account. Recruitment is always a two-way deal, and if failed, can
affect all the way to company’s profitability. For an applicant, too, the experience can be
traumatic if the recruitment fails because they have been hired due to their personality and
not because of the skills. Central to the employment of an international expert is the active
network management with rest of the population and, in particular, with one's own field.
Most jobs are filled through informal networks of the majority population, which are easily
excluded by immigrants, at least in the early stages of their stay. (Forsander, A. 2001, 64-
65).

This chapter focuses on different ways to recruit new talent in a company because the in-
terviews conducted for the thesis reveal how little information employers have about avail-
able recruitment opportunities. The list of actors is not exhaustive, as it focuses mainly on
nationally known service units and, more regionally, on public and private actors known in
the Lahti region. Some of the actors are also temporary and project-type activities. However,
the list provides a comprehensive picture of the services currently available to Finnish com-

panies when it comes to outsourcing whole recruitment process or some part of it.

Successful recruitment is significant for achieving the company’s goals. A separate human
resource unit (HR) often handles the recruitment issues within the company, and it should
operate and communicate seamlessly with the company’s management. This makes it eas-
ier for a company to identify all its competencies and thus makes it easier to identify gaps

in competencies and capabilities

Before looking for a new expert, the company should carefully review the overall strengths
of the units and team and identify gaps in skills and invest in missing areas of expertise and
strengthen weaknesses. Instead of primarily looking always for experts, in some cases, a

certain type of person is the missing piece that complements a company’s expertise.

Non-Discrimination Act (1325/2014) prohibits discrimination on the basis of age, origin, na-
tionality, language, religion, belief, opinion, political activity, trade union activity, family rela-
tionships, state of health, disability, sexual orientation, or other personal characteristics. The
prohibition of discrimination applies to the entire recruitment process during recruitment: in
the preparation of the job advertisement, the invitation to an interview, the selection of the
employee and decisions on salary. (Finnish Institute of Occupational Health.) Discrimination

is when an applicant is placed in a different position with regard to the above factors. In



accordance with good company governance, recruitment should be inclusive and non-dis-
criminatory in principle and it is only in the company's interest if it is able to keep all doors
open to different applicants. Perfect Finnish language proficiency cannot be used as a se-
lection criterion if the job does not require perfect Finnish language skills. (Finnish Institute

of Occupational Health.)

It is not appropriate to look only for a specific nationality in the job description, but a precise
job description, for example by including language requirements that may be relevant, for
instance, in an export-focused job, may attract the desired kind of applicants, who may know
the target market personally. According to Kumari (2012), this selective recruitment is also
called as dual objective, which will minimize the cost of processing unqualified candidates.
It should provide information so that unqualified applicants can self-select themselves out
of job candidacy; this is, a good recruiting program should attract the qualified and not at-

tract the unqualified candidates. (Kumari. N, 2012.)

A separate diversity statement in the job advertisement enables an organization to express
its appreciation of employee diversity and encourage people from different under-repre-
sented groups to apply for the open position. Example of a diversity statement: [Name of
organization] values equality and diversity in the work community. We welcome applicants
from different backgrounds, such as people of different ages, different genders and mem-
bers of different language, cultural or minority groups. (Finnish Institute of Occupational
Health.)

The job advertisement notice should also be published using the same channels as the
most potential applicants use. With all the above, the employer can ensure that the job

advertisement reaches the right target group.

Depending on the company’s resources and commitment opportunities, the company can

either handle the recruitment process itself or use outside help such as middle-men.
Using a middle-man in hiring process provides a company several benefits, such as

e middle-man knows the foreign labor markets and help find the suitable target coun-

try and a local partner for cooperation

e can assist in participating in job fairs or organise a recruitment event in the target

country

e can receive and respond to applicants' enquiries and make a pre-selection within

the candidates



e can advise foreign employees in matters related to migration and Finnish working

life. (TE services, c.)

7.1 Recruiting EU/ETA or non-EU citizen

A foreigner’s right to work in Finland is determined by one’s nationality. EU citizens are
allowed to work in Finland without a residence permit as well as citizens of Norway, Iceland,
Liechtenstein and Switzerland. A non-EU citizen must apply for a residence permit for an
employed person when he or she does not have another type of residence permit entitling
him or her to work in Finland, no other specific residence permit can be granted for the work

and the type of work cannot be performed without a valid residence permit.

The employer is obliged to ensure that a foreign worker has the right to work in Finland. An
employer, who employs a non-EU citizen, shall promptly provide the TE Office with an ac-
count of the key terms and conditions of the employment relationship. (TE services, b.). The
Finnish Immigration Service provides more information on residence permits and the for-

eigners’ right to work in Finland.

7.2 Different ways to recruit an international expert

Public recruitment services

According to research, employers are fairly unfamiliar with public recruitment services and
they are perceived as scattered. The permitting process and its various stages and the
competent authorities appeared as a rather complex whole. Employers consider common
reasons for dissatisfaction with public recruitment services, in particular the length of the

Migration Agency's migration process and the lack of integration support.

The Ministry of Employment and the Economy is responsible for the development of em-
ployment at the national level. The ministry runs the TE Employment Services, which oper-
ates through TE Offices of which there are over 120 throughout Finland. Services are of-
fered to the unemployed, those who are currently working or entering working life, as well
as employers. TE Offices' Employer and Enterprise Services experts can give advice on

matters related to the recruitment of foreign labor. (Expat Finland.)

The Ministry of Employment and the Economy is preparing for the restructuring of employ-

ment services, which is a very significant change. The employment services of the state TE



offices would be transferred to the municipalities starting at 2024. It remains to be seen how
well the reform will support the vitality of the regions, increase employment and exploit the

many opportunities of the municipal ecosystem.

EURES (European Employment Services) is a comprehensive European cooperation net-
work and a high-quality public service that brings employees and employers together in all
of Europe. EURES portal is a recruitment tool with its European vacancies and CV data-
base. Employers can advertise job vacancies and browse jobseeker’s CVs in the portal.
Employers may also join the experts at recruitment events held in different European coun-

tries. (TE services, c.)
Private recruitment services

When making targeted international recruitments, companies use mostly private services.
The companies have various recruitment agencies and partners, internationally renowned
websites and social media platforms to choose from. Public services (eg. TE offices and te-

palvelut.fi - website) are less used in these cases. (Lahtinen, H et al. 2021).

The role of private actors in the provision of employment services has increased in recent
years. Personnel service and staffing companies are at the forefront of changes in working
life, which is their strength as providers of employment services. Finnish private personnel
service companies are mostly full-service staffing companies providing temporary staffing,

recruitment, head-hunting, and other customized services of the private employment sector.

Private recruiting sector provides turnkey solutions all the way from establishing the job
announcement to onboarding and signing the job contract according to company’s need.
Indisputable advantages of the private personnel service companies are their extensive
networks, for which they can seek and pre-screen candidates around the world. Some pri-
vate service providers can offer employers an opportunity to hire a person with temporary
contract before permanent employment relationship, which can provide a less riskier option

for the employer to get acquainted with the skills and suitability of the employee.
Internal transfers to abroad

Internal recruitment may be the best option when the necessary expertise is already avail-
able. Internal transfers have the same kind of social benefits as job circulation: an employee
develops himself / herself, increases his / her skills and can advance in his / her career. It
has benefits for the corporate also: implicit knowledge is transferred in both ways, which
strengthens the corporate vision. However, public job posting should not be neglected, as

it is always a good opportunity for brand marketing. An employee can be transferred inter-



nally (ICT) to Finland within a company or group of companies to work as a manager, spe-
cialist or trainee. The employee must have the competence and education required for the
job and should be issued a residence permit based on intra-corporate transfer by another

EU country. (Finnish Immigration Service.)
International students

Foreign students in Finland are a significant, but undervalued resource and labor force.
International students in Finland have already accustomed to some extent to the Finnish
language and culture. If a student cannot join the working life network already during their
studies, there is a risk of moving abroad after graduation, in which case Finland will lose
student’s knowhow and information capital. Many companies have found a committed em-
ployee in a graduate student who brings new knowledge and fresh insights to the company.
International students are valuable resources to Finnish businesses due to their linguistic
and cultural backgrounds. (Bottacci, E. 2020). Companies can provide students with work-
related projects that open career opportunities and students can help companies under-

stand new ways of solving problems through collaboration.

Based on international statistics, it can be stated that foreign degree students stay in Finland
after graduation and are employed better compared to other European countries. For ex-
ample, in the Netherlands and Denmark, the number of international degree students stay-

ing in the country after graduation is significantly lower than in Finland.

Three factors, in particular, affect the employment of international students in Finland.
These are proficiency in the Finnish language, relevant work experience and attitude. In
addition to language skills, the main obstacle to employment is the weak link between higher
education and working life. As many as 40% of foreigners graduating from Universities of
Applied Sciences say they have experienced ethnic, cultural or religious discrimination in

their job search.

The employment of international students graduating from Universities of Applied Sciences
employed in Finland varies by income region. The differences are emphasized in the em-
ployment rates between Finnish and EU and EEA nationals compared to students from
other countries. Those who come from the EU and the EEA countries, are employed as
efficiently as specialists and experts as Finns, but those who come to study from other

countries, are less employed in these positions. (Arene, 2022).

According to the long-term governmental action plan The roadmap for education-based and
work-based immigration program, the number of new foreign students should be tripled to

15 000 students per year by 2030, aiming also 75% of them to stay and work in Finland



after graduation. (Valtioneuvosto, 2021.) Increasing the number of foreign students and en-
suring that more of them stay in Finland will support the development of our higher educa-

tion institutions and the internationalisation of our companies. (Valtioneuvosto, 2021.)

According to International Student Barometer and other surveys, the most important rea-
sons for an international student to choose to study in Finland are low costs of studies,
quality of teaching and research, content of education, reputation of the university, the high

employment expectancy with Finnish degrees. (Nannett, 2021., Arene, 2022).

The legislation of international students in Finland is currently undergoing a reform, with a
string of amendments being proposed that students could double the length of time they to
find a job after graduation and make it easier for them to return to Finland after they leave.
The changes in legislation would also enable foreign graduates to apply for job search-

based residence permits within five years of their student visas' expiry. (Bogdanov, J. 2022).

According to Koponen (2022) these kinds of reforms will facilitate the permit process and
remove uncertainty about continuing studies and living in Finland until graduation. Addition-
ally, the reforms would improve opportunities for foreign students to find work in Finland
after finishing their degrees, which is the goal of many international students. (Bogdanov,
J. 2022).

7.3 Diversity recruitment

Diversity recruitment and diversity recruitment strategy are emerging and increasingly re-
fined concepts in the HR field. It is difficult to find unambiguous answers to either of these
from the literature, but combining different sources they seem to form from a bunch of dif-
ferent practices to attract and hire candidates using a process free from bias against a per-
son or group. As recruitments usually are, this also means merit-based recruitment that
aims to find the best possible candidate for the job, but it is built so that all applicants,

regardless of their background, have equal opportunities.

An efficient way to reach diverse candidates is to audit past recruitment ads and modify
them to speak to a broader range of candidates. Using blind resumes is a sure way to
screen candidates without cultural bindings. With these types of practical choices, a com-
pany can advance its diversity recruitment strategy. Comparing the recruitment channels
and methods mentioned in the previous paragraph, the company can screen the right chan-

nel to reach the professional who meets the required criteria.



8 Talent attraction

This chapter highlights some of the short- and long-term goals and actions on a public and
private sector driving or hindering the work-based immigration and talent attraction to Fin-
land. Talent attraction is a term that is comes from Human Resources and Talent Acquisition
field to describe attracting the most competent, but still passive candidates to get interested
in a specific employer and incentivizing them to apply for open vacancies with implied and
envisioned benefits (Stroud, J. 2020.)

8.1 Public sector talent attraction

Finland strives to increase the labor migration in many ways. Effective arguments to attract
foreign experts to Finland that regularly deserve global media attention include our equal
working life, high-quality basic and further education system and other personal develop-
ment opportunities. Finland is a politically stable country and the country's security is at an
excellent level. Finland has a high-quality country image and an attractive brand, especially
among the tourists. Country marketing rely on imaginative arguments, such clean nature,
good quality of life, secure society and sustainable development — values that reflect a

highly developed society.

In many years, Finland has been ranked as the happiest country in the world and at the
beginning of 2022, global news-based media channel CNN honoured the city of Lahti
among the best destinations to visit globally (Marcus, L. et al. 2022.) Tourism flows are
great benefits for Finland, as many travellers found the Finnish nature, culture and ways of
living attractive and can therefore decide to settle in the country and apply for a job. How-

ever, too few foreigners find Finland attractive enough to move here and create a career.

Although Finland's diverse competitiveness is acknowledged, the country is not on the tal-
ents” wish list. Finland's ranking in prestigious country competitiveness surveys has been
stable and relatively good. For example, Finland ranked 11th in the Global Competitiveness
Report 2019 survey of World Economic Forum and 15th in the competitiveness survey of
IMD. In the Talent Competitiveness Index (GTCI) study by Adecco, INSEAD, and Tata Con-
sulting, Finland ranked as the sixth best country in the world as a producer of talents and
entrepreneurs, whilst in the city comparison of the same study, Helsinki ranked up to the

seventh best, beating e.g. New York, Paris, and Stockholm. (Staffpoint, 2020).

The Government’s objective is to at least double work-based immigration from its current

level by 2030. In the autumn of 2021, the government published a so-called roadmap on



ways to promote the migration of international professionals. In the global competition for
labor, Finland aims to offer “the best immigration experience in the world”. (Valtioneuvosto
2021). Also, immediate practices are needed to root foreigners already living, working or

studying here, to the Finnish working life.

There have been many significant reforms to the Aliens Act in recent years. These reforms
help to combat the exploitation of foreign labor and improve the position of the victim of
exploitation in Finland. ¢ (Finnish Government, 2021). It is also important that employees
with a foreign background know the Finnish working life rules as well as their own rights

and obligations. Information and counselling is needed, preferably in their own language.

Finland is clearly making gradual reductions and facilitations to the permitting process, and
reform of service attitudes has started as well as the importance of changing overall atti-

tudes towards difference has also been identified.

The TE Employment Service (TE offices) operates through TE Offices of which there are
over 120 throughout Finland. Employers are offered services and financial support to recruit

from abroad, such as:

e The Targeted Mobility Schemes (TMS) project helps employers recruiting employ-

ees and jobseekers finding jobs within the EU, Norway or Iceland.

e EURES (European Employment Services) is a comprehensive European coopera-
tion network and a high-quality public service that brings employees and employers

together in all of Europe.
e atrainee can be hired thru The EURES portal. (TE services.)

Financial support may be granted to the employer to cover some of the costs of induction
training and integration in the new country. The local ELY center (Centre for Economic De-
velopment, Transport and the Environment) help companies to find the right financing com-

ponents.

8.2 What hinders public level talent attraction

Finland lacks a coherent and systematic national strategy aiming to attract talents to Fin-
land. Immediate practices are also needed to root foreigners who already live, work, and
study here in the Finnish working life (Staffpoint, 2020.) There is no seamless digital service
path available in Finland for both employers and skilled workers to ensure smooth and cost-

efficient immigration. Services provided by the authorities and other support services to



backing up the integration of skilled workers and their families are not lined together, which
creates delays and uneven application handling times. Slowness of the residence and work
permit process as well as lack of one-stop service model to provide information on the inte-

gration practicalities for the rest of the family are among the concrete challenges to tackle.

Finland is traditionally a homogeneous country with no large minorities and minority con-
centrations. There are many prejudices against different cultures in Finland. Prejudices or
biases are harmful if they cause unequal treatment of others. In the worst case, prejudices
can lead to discrimination or racism. Prejudices can be affected, for example, by the fact
that foreigners commit more sexual offences than, for example, native Finns. The media
can also exacerbate these cases. Cultural and language barriors and hints of intolerance

atmosphere make Finland drop from the most wanted places to move and work.

Working age people look for and value different matters depending on their age and cultural
background and it is therefore hard to give unambiguous answers which factors make Fin-
land drop form the most wanted countries to work in. Climate and especially darkness dur-
ing the winter months, unilateral country brand, the language, few work opportunities and

complex work permit process are some of most common answers.

8.3 Private level talent attraction

COVID-19 pandemic increased remote and multi-location work and increased companies
digital and remote management skills. The world is becoming more international and net-
working while experts” work increasingly happens online. The location of the company is no
longer a number one determining factor in job search. Ensuring a favourable working envi-
ronment, securing fair treatment, and ensuring unique value for every employee can attract
more expert applicants from abroad. But what do the talents expect from their employers,
regardless of where the job is located? According to the European Talent Trend review,
hard values — the salary and benefits — are still the deal breakers. Material prosperity is
important for 30—45-year-olds who have a family, whilst older people rate leisure time
higher. There are also other factors that attract talent besides compensation. These include
an organization that is financially healthy, provides good job security and offers a good
work-life balance. Surprisingly, employers” responses differed greatly from what they con-
sidered to be the most important factors for talents seeking job. Figure 8 shows the differ-

ence between the answers. (Randstad Sourceright, 2019).
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Figure 8. Talents” thoughts on an ideal employer (Randstad Sourceright, 2019)

According to Zhu, to attract the best talents on the market, it is essential for a company to
create a company brand and reputation, because it attracts new and diverse talent pool.
Investing time and effort on creating an efficient recruitment process promotes and reflects
this reputation (Robert Walters Group.) An exciting brand, sound financial investments, long
staffing careers, and a way to communicate leadership values are the things on which ap-
plicants create their opinions about the company as a potential employer. Besides company
reputation, a company culture, personal relationships and fulfilment and career progression
opportunities are efficient and non-financial company practices to attract the best candi-
dates abroad. (Robert Walters Group.)

As in all communities, functional and considerate communication is important in a multicul-
tural work environment. Responsible employer and sustainable company culture support
productivity and well-being of the work community. What type of cooperation the company
has with educational institutions may also be an important criterion for the applicant to con-

sider the company as a potential future employer.

The employer is responsible for ensuring non-discrimination at the workplace and in recruit-
ment. The employer must comply with non-discrimination legislation and other employment
laws that may be relevant to compliance with the principle of equal treatment. Employers

have a duty to promote equality. If an employer regularly employs at least 30 people, the



employer is obliged to draw up an equality promotion plan. (Non-discrimination Ombuds-
man, n.a.). Employees are often proud of their employer who invests in inclusion. Related
mentions made by employees, for example on their social media, strengthen the employer's

image and thus help attract new applicants.

8.4 What hinders private level talent attraction

Companies are regarding inclusion and diversity as a source of competitive advantage, and
specifically as a key enabler of growth, but the change has started too late and is progress-
ing too slowly (Hunt et al. 2018.) Companies are still uncertain about how they can most
effectively use diversity and inclusion to support their growth and value-creation goals.
Companies report that materially improving the representation of diverse talent within their
ranks, as well as effectively utilizing inclusion and diversity as an enabler of business im-

pact, are particularly challenging goals (Hunt et al. 2018).

Finland's high taxation and moderate wage levels do not promote the immigration of skilled
workers. It is difficult for Finland to compete for skills at the wage level with the United
States, for example. In the United States, an engineer's salary can be 2-4 times higher than
in Finland. Tax revenue covers, among other things, public services and pensions, which is

not self-evident to all foreigners. (Lahtinen, H. et al. 2021, 29.)

A company with an unclear brand and no clear pursuit of growth or strengthening of its
market share hardly attracts employees to move to Finland. Also, employer’s difficulties in
communicating publicly to its stakeholders and the lack of leadership direction indicators

may cause the applicant to be uninterested in the company as a potential employer.

Larger and more well-known companies and especially those with visible strategy to pro-
mote diversity and inclusion have a clear advantage in attracting experts. The more the
company can lower the language barrier by favouring other languages in its daily life, and
the more the individual's diversity is respected and communicated, the more attractive the

company is to applicants.

Morrison and Von Glinow (1990, according to Sue et al. 1998, 115.) suggest that because
cross-race relationships usually take longer time to develop, cultural minority employees
may need to be pointed with two mentors; a majority-culture mentor to initiate then into the
organizational culture and a minority- or same-culture mentor to increase their comfort and
security level. There is no doubt, that the employee adapts more easily to the work commu-

nity if the onboarding and job guidance are well taken care of. The company also benefits



from successful induction as work productivity increases. With such a complex approach to
onboarding, there is no doubt that the company finds it challenging to recruit a representa-

tive of another culture.

Qualifications and diplomas obtained abroad may differ significantly from domestic training,
making it sometimes difficult for the employer to get an overall picture of the foreign appli-
cant's skills. The employer can consider foreign recruitments cumbersome because of the
time-consuming permitting processes and if there are no guarantees that the work commu-
nity is truly receptive to new cultures. The processing time of work permits in Finland is
prolonged by the pre-control of the terms and conditions of the employment and the deter-
mination of the availability of labor. Of these, the former takes most of the time required.
The process can take up to a year on average, even though it could be completed a lot
quicker. (Staffpoint, 2020).



9 Social capital as company resource

In the field of political science, the impact of ethnic diversity on social capital is relatively
new. As a central concept of modern managerial and organizational theories and practices,
human capital has its long history rooted in the exploration of the question: what is the role
of human beings in the organized activities in human society? (Ran, B. et al 2016.) A lot of
the time, the concept human capital is provided in wider context. When searching for social
capital on the internet, a whole range of related words is provided along and most of them
are useful to clarify the meaning of human capital, such as: sence of belonging, diversity,

social influences, social cohesion, shared norms and sheared values.

During the last decades the concept of social capital has become widely acknowledged.
Mainly, it describes a number of phenomena concerning social relations at the individual
and societal level. Valuing diversity is becoming a more significant and valued part of the
concept of social capital. Valuing diversity increases the trust of people working together,
and trust is the starting point for new ideas and well-functioning teams. A high degree of
trust among participants on a same mission fosters a sense of mutual obligation and permits
them to be more effective in pursuing shared objectives. Social capital has been shown to
be of great importance for societal well-being. Studies have found that levels of social cap-
ital are related to levels of employment in communities, academic performance, individual
physical health, economic growth, and immigrant and ethnic enterprise. (Poteyeva, M.
2016).

Human capital is a term coined by James Coleman and Robert Putman in the early 1990°s
and the term has received many forms after that. (Sukiasyan, T. 2013). Social capital is a
term created by multiple authors, so it has different definitions that can sometimes be very
different. The figure 9 shows three prominent scholars — Bourdieu, Coleman and Putnam,

and their respective perspectives on the social capital.



Bourdieu Coleman Fukuyama Putnam
“the aggregate of the “A variety of entities “The existence “Features
actual or potential resources with two elements in of a certain set of of social
which are linked to common: they all consist informal values or organization
possession of a durable of some aspect of social norms shared such as
network of more or less structure, and they among members of | networks,
institutionalized facilitate certain actions | a group that permit | norms, and
relationships of mutual of actors...within the cooperation among social trust that
acquaintance or structure.” them.” facilitate
recognition.” coordination
and
cooperation
for mutual
benefit.”

Figure 9. Three approaches to social capital (Sukiasyan, T. 2013)

Social capital refers to either the activities and trust between the community's own members
or the activities of a person that promotes social relations in the community. Even though
the social capital promotes cooperation between two or more individuals, a more individual
centric approach is prevailing in the business life. The traditional definitions on social capital
seem to focus very differently on the individual’s role. Generally, a high social capital is a
value worth pursuing in the company. Low levels of internal conflict are examples of high
social capital. The importance of ethnic cohesion as an enhancer of social capital has

yielded very different results in research.

Robert Putman stated that even though in the long run immigration and diversity are likely
to have important cultural, economic, fiscal, and developmental benefits, in the short run,
however, immigration and ethnic diversity tend to reduce social capital. Putnam argues that

ethnic diversity leads to people ‘hunkering down’, being less social, trusting, and altruistic.

The general belief is that countries with weak social capital tend to be less ethnically cohe-
sive democracies. Social cohesion refers to people’s relationships and interactions in soci-
ety, including the role of citizenship. Social cohesion is a basis for stable democracy, con-
solidation of plurality of citizenship and reducing inequality and socio-economic disparities

and fractures in the society. (Cuellar, R. 2009).

Some authors argue that social capital consists of the networks solely. The debate over
social capital especially concerns how to measure it: what should count as the constitutive

parts of the social capital, and what are the effects and sources/origins of the social capital.

The term human capital is widely used in business life and companies recognize it as a
cornerstone of success. Many companies consider it as the company’s main capital. For

this reason, it is worth investing in the training and development of supervisors, experts and



other personnel. Developing staff skills is an effective way to increase and update a com-

pany’s knowledge capital.

9.1 Further education increases organizational competence

There are various educational organizations in Finland that specialize in adult education.
Joint staff training and in-service training are effective ways to develop staff skills. Further
education center Salpaus is an example of educational service provider for both immigrants
and employers. For immigrants, Salpaus provides for example Finnish language and culture
courses as well as integration training courses. For companies hiring foreign experts, Sal-
paus provides multi-cultural training and training for workplace instructors. (Salpaus Further

Education.)

By providing additional training for employees, a company can increase employee motiva-
tion and expand its skills to meet future challenges. According to Koulutus.fi, there are many

benefits to continuing education. It can allow a person to
-stay at the forefront of skills

-advance in their careers

-raise salary levels

-gain new benefits

-stay motivated or increase motivation

-receive new variations into day-to-day life

-become qualified to perform specific tasks

-obtain permission to perform licensed or otherwise regulated tasks or to use a specific title.
(Koulutus.fi, 2021).

Employees of modern organizations are inspired to achieve their full potential in the process
of contributing to the larger good of the collectivity in which they are part of. (Ran, B et al
2016.) Through further training, the employer can promote the individual's skills and unify
the staff's competencies. Further training is also a way to increase staff cohesion and en-

gage employees.



10 Introduction to empirical research data analysis
10.1 Data Acquisition

The data acquisition for empirical part of the thesis was completed between January and
April 2022. The data gathering process began with outlining the questions for the companies
after the theoretical frame had been familiarized with. Maximum of 10 companies was esti-
mated as a suitable number to be interview through Teams in order to gather enough ex-
periences. Teams is a common remote meeting software in a business world, and in the
current corona pandemic situation, it was suggested that the interviews would be conducted
remotely using Teams. All the companies selected for the thesis were pre-known to have
experience in recruiting an international talent. The companies are long-term operators in
the Lahti region, either medium size or large companies. Most of them have international
operations, such export or production and assembly in other countries. All the interviews for
the thesis were carried out in the Finnish language. However, for the purpose and language
of the thesis, English, they have been translated and brought forward into the study by the

author.

The interviews were recorded and partially transcribed between February and April 2022.
Interviews lasted approximately an hour and due to the multifaceted discussions, in accord-

ance with the objectives of the work, only the essential parts are included in this work.

10.2 Research partner introduction

Master’s thesis is often carried out in accordance with the wishes and goals of the business
life partner or commissioner. There was no commissioner for this study, as the topic is broad
and not tied to a single actor. However, the empirical part of the work has been partially
carried out in collaboration with the Lahti Talent Hub project. The project representative
helped to map out most of the interviewees and to come up with suitable interview ques-

tions.
Lahti TalentHub — project introduction

Lahti TalentHub promotes the availability of a skilled international workforce in the Lahti
region. The aim of the project is to bring local employers and international talents together
and create growth opportunities in the region by developing a service model for international

recruitment as well as promoting immigrant entrepreneurship. Lahti TalentHub’s operations



are based on the needs of local employers. The project aims to strengthen the internation-
alization and growth efforts of local companies as well as to support the integration and
settlement of international talents in the region. The project is running from 1 August 2020
to 31 May 2023 and is funded by the European Social Fund and the City of Lahti. (Lahti
TalentHub.).



11 Empirical research and data analysis

When companies were sent interview questions for prior review, they were also asked to
answer additional questions either during the interview or separately by email. Additional

questions were:

How many employees does your company employ currently in Finland?
How many of them are international experts?

What nationalities do they represent?

Table 1 shows, that most of the companies do not consider it relevant to keep records or
ask their employees nationalities. Some of the companies on the other hand keep records
on different nationalities. Motivations behind these practicalities seemed to differ a lot de-
pending on the company. For some, it is vital to know the cultural background and nation-
ality of their staff, either because of the nature of their international business or because

nationality has otherwise come into the discussion with the employee.

Oy Luna-
wood Ltd ISKU Company A Peikko Finland Oy Raute Oyj Ferroplan Company B
How many
employees
does the
company 140 600 230 350 550 50 155
employ cur-
rently in
Finland?
How many
of.them ar¢ | No data col- | No data No data collec- 2 permanent No data
interna- | I d 30 29 d + contract I d
tional ex- ected collecte te workers collecte
perts?
Russia, India, Vi-
What na- Several/ Russia (also etnam, Nepal, Vietnam Several/
tionalities | No data col- | no spe- h d i Kamerun, Roma- . ’ no specific
do they rep- lected cific data | ° ers.,l ntc))l ata Brazi nia, Ghana, Ru55|a., Esto- data col-
resent? collected available) China, Brazil, na lected
Czech Republic

Table 1. Number of employees and their nationalities

The request for information was not limited to any level at which international talent works,
so the number can include all foreign employees, clerks, managers, and so on. In four out
of seven companies, it was possible to tell how many international experts they had in Fin-
land. Five companies were able to identify which nationalities they represented for the
most part. Two companies (Raute and Ferroplan) knew all the nationalities working for

them.



We feel that we are entering a gray zone if we start asking for nationalities.
We have to ask ourselves is it really the knowledge we need? If not, then
there is no need to collect it from employees. (Surakka, A-R. 2022. HR Di-

rector. Lunawood Ltd. Interview on 8 February 2022).

Interviews show that the higher the internationalization rate the company has and the
more international trading a company does, the more naturally the cultural diversity of the

personnel grows.

For us, a large number of international talents was not an endeavour, but a
consequence of selecting the most competent people for different positions.
When international expansion is the goal then international skilled workers

will emerge. (CEO. Company B. Interview on 9 March 2022).

We have a lot of international employees in ISKU. But we do not hire anyone
for their nationality, we hire people for their competence. In practice, we do
competency-based recruiting. Nationality is a side issue. (Tarvainen, E.
COQO. ISKU. Interview on 9 February 2022).

Question 1. For what needs has your company hired or is hiring international tal-

ents?

International sales were the most common response mentioned by the companies inter-
viewed when considering in which area international talents have been specifically hired.
The aim was to promote international trade by a person who knows the target market and

the ways of working there.

The interviewed organizations had very different capabilities to build a multicultural work
community. The companies had prepared for the arrival of a foreign employee in different
ways. The respondents agreed that the company’s readiness to build a multicultural work

community is seen as a one of the future success factors.

All the companies interviewed currently have or have recently had an international em-

ployee or trainee.

Peikko Finland Oy (further Peikko) has hired international experts for construction tasks,

product development and software engineers.

We have recently hired from Brazil for R&D Engineer. Especially on the soft-
ware side, the Finnish language is not an absolute prerequisite. On the pro-

duction side, there are nationalities from all over the world, we do not keep



track on their nationalities. We are currently looking for international experts
in welding and robot welding. (Lahteenmaki, M. 2022. HR Manager. Peikko
Finland Oy. Interview on 18 February 2022).

Raute has recently hired international talents especially in mechanical design, automation
and they are launching a recruitment campaign to acquire talents for software develop-

ment.

Company A provides personnel services and has the most experience in hiring foreign ex-
perts among the interviewees. Company A employs experts and temporary staff with for-
eign backgrounds for their own and customers' needs. Company A’s way of working is to
look for the right experts for companies in Finland or abroad, enabling the customer to fo-
cus on its core competencies. The recruitment process always starts with identifying the
company's actual needs, leading to selecting suitable candidates and ultimately selecting
a new employee. Although Company A takes responsibility for the process, the work is al-

ways done together, starting with the company's needs.

In practice, most of the people with a foreign background we hire, are either
production or process workers. We are being asked and increasingly looking
to find professional titles on the international labor market that local compa-
nies could employ. We work so close to the labor market, clearly seeing
which skills are in short supply. --- There is a great demand for experts and
artisans in the traditional fields, such as carpenters, HWAC experts, electri-
cal experts, welders and machinists. There is a huge shortage of these spe-
cialists, especially in Paijat-Hame. --- In a way, we solve our clients' exper-
tise shortage by searching for specific titles. (Area Manager, Company A.

Interview on 5 February 2022).

In practice, Company A fills the space in the labor market with imported labor that Finnish
workers cannot fill. Their logistic customer recently hired 15 people for their operations.
Company A has Eastern European experts, whose language and cultural knowledge from
those markets is utilized in finding the staff to Finland from those areas. ISKU, on the

other hand, approaches the topic from another view.

We have hired international talents to support our business growth, espe-
cially on pre-sales, sales as overall and to order-delivery process manage-
ment. We have international talents working on both managerial and per-
forming level. (Tarvainen, E. COO. ISKU. Interview on 9 February 2022).



Ferroplan has hired a Vietnamese automation designer and a Russian management as-
sistant. Both of them have lived in Finland prior to their career in this company and thus
no special investment was required on the part of the employer for cultural integration.

There are also several welders in production in Estonia employed as contract workers.

Question 2. Did you find an international expert in the company's networks, or did

you use external help in recruiting? What recruitment channels did you use?

The most common recruitment channels mentioned were LinkedIn, company websites,
other social media channels, and public or national recruitment channels. In particular, pri-
vate recruitment partners were described as agile and with them in particular, and Raute,
Peikko and Ferroplan have entered into strategic partnerships. Live recruitment events

have all been out of the range for nearly two years due to the corona pandemic.

During the interviews, companies mentioned several supportive reasons why they co-op-
erate or would co-operate with an external recruiting agent, such as: time-saving, cost-effi-
ciency, wider reach of experts, efficient candidate pre-selection and over all well-managed
recruiting process. According to CEO of Company B, by using a well-known recruitment
agency, company’s credibility and reputation can be increased in the eyes of the job seek-

ers.

The interview revealed that the more the company’s communication channels (website,
social media etc.) generate contacts from job seekers, the less external recruitment sup-
port and services were used. Comparing the companies, it seems that the faster the com-

pany grows, the more attractive it is among job seekers.

For Company B, a large number of applications is almost problematic, as there might not
be time to handle them all. Company B’s job advertisements can receive up to 120 appli-

cations from India, regardless of the channel where the job advertisement is published.

These applications come specifically from Indians living in India and most of-
ten arrive via LinkedIn. We had to start writing job applications in Finnish in
order to curb the number of Indian applications, but it did not restrain the
number thanks to Google translator. Our parent company has good experi-
ences with Indian know-how and employees, but it is challenging due to Co-
rona, because we are not able to interview these applicants live on site.
Lately, we have started receiving some applications from the Middle East
and Turkey as well. There are a lot of companies in the Middle East function-

ing in suitable industries for us and has therefore the know-how that we look



for, but no matches have yet been found there. (CEO. Company B. Interview
on 9 March 2022).

A large number of job seekers was not mentioned as anyone’s particular goal, but in most
cases, a specific skill was sought, making the networks of a recruitment professional per-
ceived valuable. Mostly mentioned external recruiting help were private personnel and
staffing service providers, head hunters and straight contacts to higher-educational and
university level education providers. they have specific talents studying and available for

projects or interested in trainee period.

For Lunawood, previous collaboration with a familiar recruiting partner proved useful in
finding a current trainee. The company had identified a new need for expertise and before
the company had drafted job advertisement, the partner contacted and informed about a

candidate possibly suitable for Lunawood.

Companies find the right employees in very different ways. In most cases, the vacancy
was advertised in a multi-channel manner. In the case of an international job, such as that
related to the company's export activities, the language of the job advertisement was se-

lected accordingly.

In this context, it is worth mentioning that the interviews did not focus on the content of the
job advertisements. Still, it became clear that the company could particularly exclude or

attract certain target groups with specific advertisement layouts.

Raute’s LinkedIn channel reaches applicants from both Finland and abroad in a variety of
ways. Still, Raute has a clear shortage of experts in certain tasks. The company has con-
sciously intensified its co-operation with recruiters who acquire especially foreign labor to

Finland as entrepreneurship does not receive all the necessary know-how from Finland.

We have been involved in recruitment campaigns targeting foreigners living
in Finland. Last year, we became a sponsor of IWWOF. IWWOF promotes
the employment of women with a foreign background living in Finland. The
program leader Caroline actually visited us last year and we sat down and
discussed with her together with our employed women, also having a foreign
background. IWWOF does valuable work. It is part of our sponsorship part-
nership that they bring us out in their network and we can look for new ex-
perts through them. (Konnila, M. Head of HR. Raute Oyj. Interview on 23
February 2022).



Raute continued with another successful example of how the company had found the right
international experts through a new type of experiment with the recruitment company that

specializes in diversity recruitments.

Last spring we tried something new. With the help of Pointer Potential, we
got four people for mechanical design. We have been very pleased with the
cooperation and will continue outsourcing recruitment. --- And these are very
highly educated people. Before, one of them used to work as a cleaner in
Finland. A lot of this is happening. Their motivation and commitment is
something amazing as we provided them jobs that matched their skills. Next,
we’'ll start looking for two software developers through Pointer Potential.
(Kénnila, M. Head of HR. Raute Oyj. Interview on 23 February 2022).

Raute’s and Pointer Potential’s cooperation is an example of a successful diversity re-

cruitment and is described in more detail in appendix 1.

ISKU is a Lahti-based, family-owned furniture and design company having retail shops in-
ternationally in almost 70 cities. Global mindset is the driving force for this big company,
and ability to work and communicate for the common global development vision is more of

a prerequisite than an option.

At ISKU, the right international talents are found mainly via our own net-
works. We are constantly searched and well known among the international
talents. And more we grow globally, the more we are searched. We work
closely with all kinds of institutes, and we can use these networks to find the
right kinds of talents. --- We do a lot of targeted marketing and brand-man-
agement globally, which helps us reach the right kinds of talents. --- Overall,
talent management is an essential part of hiring and engaging and retaining

employees. (Tarvainen, E. COOQO. ISKU. Interview on 9 February 2022).

Ferroplan relies on a strategic partnership with a local private recruiter in its recruitments.
In recent years almost everyone hired by the company has been found with the help of

this private operator.

Through our long-term recruitment partner, we also found our Viethamese
designer, who was selected based on his skills but just happened to be Viet-
namese. --- The channels of our recruitment partner are so huge that most
of the time we don’t even need to advertise vacancies on our own website.
(Patosalmi, M. CEO. Interview on 25 February, 2022).



The interviewee simply states that without a long-term and reliable recruitment partner,
they certainly would not have been able to recruit these great professionals. In the end the
interviewee also states that they consider it as a huge resource when there is a reliable

outsider who can, so to speak, sell them as an employer to the right experts.

Question 3. Did the recruitment or onboarding of an international expert differ from

normal or was there something that needed special attention?

At Lunawood, the recruitment and orientation of trainee was different in the sense that the
language was English and it was made sure that the work instructions were in English, but
otherwise it followed the exactly same model as with everyone else. And since the trainee
had already settled in the Lahti region, the employer did not have to think about integra-
tion issues either. In this case, as also typically, Lunawood favours work pair practice
when new person comes in. This means that pair try to work at the office together as
much as possible. The practice promotes the adoption of processes and practices and

was also considered useful in the case of the trainee.

Peer-to-peer integration support provided by workers was seen as a very important part of
onboarding foreigners. This is supported, for example, by couraging to interact also out-
side working hours and by increasing community spirit thru free conversation among the
staff.

Peikko’s practical onboarding support for a new foreign employee stood out. Other inter-
viewees did not bring up such systematic and practical support to help new employees
settle in the Lahti region. Most interviewees said that the managers of multicultural teams
most often had also background working abroad or working in multicultural teams, in
which case the person already has substantial experience of working with different cul-
tures. Employees who have previously moved to Finland are especially willing to advise

and help new employees recently moved to Finland on how things work around here.

Peikko supports a family-oriented approach in onboarding. For Peikko, advancing commu-

nality is an excellent way to engage employees.

We have a family-oriented approach to a new employee coming from
abroad. In practice, we send someone to receive and welcome a family or a
couple moving in and help them to get things started. We already have many
English-speaking employees who will help new ones adjust. We always pre-
pare an onboarding program for everyone, and it is available in also in Eng-

lish. We also invest in "entering society", and the new person is told how the



Finnish work community functions. During coffee breaks and lunch conver-
sations, these issues are encouraged to talk at work. Peikko has many so-
called hosts who make sure the new person knows what's going on in the
neighbourhood over the weekend or what they can do on holiday. Some-
times we have had an active ice swimmer here who has taken all the for-
eigners to the ice swimming. For us, cohesion is crucial. (LaAhteenmaki, M.
2022. HR Manager. Peikko Finland Oy. Interview on 18 February 2022).

Some of the companies also have experience in helping in the integrating process for the
whole family, and Peikko, for example, finds the associated bureaucracy time-consuming

for both the moving family and the employer.

Company B had a successful experience of employing a Vietnamese who studied in Fin-

land.

We hired our Viethamese coder through an external service provider. He
was first hired for six months, after which we hired him as a permanent em-
ployee for Company B. We first hired this young worker for us on a proba-
tionary period of six months. He had been educated for the job before arriv-
ing and first served as a consultant for us. Our contract with the service pro-
vider included deciding whether or not to hire him directly after the first six
months. If we hadn’t had a place for him after six months, the service pro-
vider would have already had a place for him in another company. This was
an exciting and successful experiment. He integrated well into the team and

stayed with us. (CEO. Company B. Interview on 9 March 2022).

The personnel and staffing company A has acquired several process workers from abroad
for its customers. For example, they have been hired for packing or warehouses, where
there are no high language requirements for these types of clear and repetitive job. Ac-
cording to Company A’s experience, companies are willing to provide paths for work-life
by providing them first jobs with low language requirements. This kind of working life ori-
entation is easiest to perform with tasks where, due to a linguistic misunderstanding, no

fatal mistakes can occur for the customer, the company or the employee.

In Finland, we are familiar with certain work standards. It's quite different
elsewhere. Through our client companies, we have come across the fact
that it is not clear to all foreign employees that they will get to work on time,
at some point they must also go home and that the workplace should be no-
tified if they cannot get there.--- Nearest managers are usually mostly re-

sponsible for the onboarding of their employees. In Paijat-Hame's industrial



companies, there are only few or non-mid-managers with a foreign back-
ground. From the linguistic requirements, it is difficult to acquaint an em-
ployee if they do not speak the same language. Therefore, to ensure fluency
in our projects, the companies we work with usually have foreign mid-man-
agers, or the language issues have already been considered. (Area Man-

ager, Company A. Interview on 5 February 2022).

According to Company A, onboarding is an obvious obstacle in hiring a foreigner in the

company, especially with small firms in the Lahti region.

For a company of, let’s say four employees, it is too expensive and time-
consuming if a company has to engage another person for full time to
onboard, interpret and thus help integrate into the workplace. --- In Finland,
using labor is expensive and employers know how to calculate exactly when
an employee becomes productive. This is not only a sin for a small business,
but big ones do it also. --- Companies do consider what is also needed from
their side to engage a good employee. That's why it's just easier to find a na-

tive employee. (Area Manager, Company A. Interview on 5 February 2022).

ISKU strives to grow and develop together with each new employee. New employee is

asked to share their observations during the first 100 days as a basis of growth.

In general, employment documents and HR documents must be in English.
Of course, from the perspective of a company’s language policy, it is critical
how a company has defined the languages in its internal operations. --- In
the case of an international expert, more attention needs to be paid to the
basic knowledge of the company. Finns usually know our story as a family
business in Lahti, but the storyline needs to be made meaningful for a for-
eigner. And how we want the company to be introduced in the target mar-
kets is not only a language matter but more like a localised or contextualised
copyright. --- My team’s working language is English. At the moment, every-
one in our team understands Finnish, but we all speak English and all the
memos, for example, are written in English. --- A new resource is always a
new opportunity. When a new person arrives, he or she makes observations
for the first 100 days. We even ask them to share with the management
team what a new person has discovered during the first 100 days: what
works and what doesn’t work, where there is room for improvement, etc.
Whether an organization is willing to learn and grow with a new entrant mat-
ters a lot. (Tarvainen, E. COO. ISKU. Interview on 9 February 2022).



We have not explicitly considered whether we have the special capacity to
recruit other language speaking people, but we have done well. What has
happened now is that we have started to make an equality plan, and with
that we have woken up to the fact that the general signs in our premises as
well as general events and materials are only in Finnish. --- We have
worked quite a lot remotely during the corona, so we haven't really paid at-
tention to how the physical work environment supports the adaptation of dif-
ferent languages, for example. If we had to figure out how well we are, let's
say right now, prepared to welcome a foreign employee, who doesn't speak
or read Finnish, I'd say quite poorly. (Patosalmi, M. CEO Interview on 25
February 2022).

The intervieew also stressed that even though there are no pre-determined restrictions on
who can or cannot be recruited, the language is the determining factor — if the person can-
not speak English, he or she cannot be fully onboarded. The team members, with whom
the new person is going to work with should be able to communicate with each other,

cause the team has a big role in the onboarding process.

Question 4. How does multiculturalism occur at daily work?

During the interviews it was surprising how challenging, and for some respondents, even
uncomfortable, it was for some respondents to detach multiculturalism from company’s

day-to-day life as its own phenomenon and subject to handle. Multiculturalism is reflected
in the everyday lives of the companies interviewed mostly in darker hair and different lan-

guages around the coffee table.

At Lunawood, multiculturalism is seen in the company's core business, as 95% of produc-
tion is exported and customers come from 60 different countries. Multiculturalism is espe-
cially evident in multilingual communication with customers. Within the company, Finnish
and English are used actively and working hours vary depending on where the work is
done, ie if you are dealing with an American customer, working hours are adjusted ac-
cordingly. (Surakka, A-R. 2022. HR Director. Lunawood Ltd. Interview on 8 February
2022).

There is a lot of talk in the HR field today about diversity and multiculturalism
and some consider these as a corporate culture factors. | think more practi-
cally, that is, everyone brings their own personality and skills and your cul-

tural background and your language are, after all, a quite a small part --- in



everyday life the added value comes from a person's skills and a slightly dif-
ferent way of thinking, which we can consciously support by keeping our
business hierarchy low --- and involve people in various projects. | can’t say
in detail how it appears in everyday life because | can't think of it as a sepa-
rate phenomenon. (Surakka, A-R. 2022. HR Director. Lunawood Ltd. Inter-
view on 8 February 2022.)

It is a difficult question how multiculturalism shows in a company. Perhaps it
shows as internal wealth when different kinds of people of different ages and
different cultural backgrounds come together. If | think about our client com-
panies, multiculturalism reflects diverse ways of thinking in them. | don't see
big differences in doing the actual job, especially if the job is very independ-
ent. I've seen cultural hub formations in these companies. Thai people may
spend time in their own groups and Latvians may be in their own group.
They can work side by side, but social interaction takes place in their own
hubs. This is exactly where it should not go. In some countries, starting
points can be very racist. Although we in Finland are quite tolerant, cultures
hubs may be born among other nationalities. These can cause quite harmful
confrontations and situations in these companies. (Area Manager, Company

A. Interview on 5 February 2022).

The internationally renowned ISKU mentioned keeping up all the language versions of the
company's documents is laborious, as the company has stores in several language areas.
Otherwise, multiculturalism and diversity is an integral part of the company’s DNA and is

not a separate phenomenon

At best, it doesn't even show, it's just our everyday life at work. Multicultural-
ism is nothing special. Suppose you look at it through the eyes of business
anthropology, then there are differences in behaviour, temperature, differ-
ences in conversational culture, differences in gender expectations, and so
on - especially when working with the Arab world. But if | think purely
through activity, everyone here has the same rules, everyone is expected to
have the same code of conduct, and it does not include cultural anomalies.
--- I'm always looking for people with different backgrounds in my team with
their different tempers and different skills. (Tarvainen, E. COO. ISKU. Inter-
view on 9 February 2022).



| think our foreign people are already so integrated in the Finnish society, so
you can’t detect any specific cultural nuances. Sometimes | would like to en-
courage our vietnamese professional to look me in the eyes, because | know
it is not typical for Asian workers to make such contacts with a manager. --- |
don’t recall we've ever had to make any special arrangements because of
cultures, such as multifaith prayer room etc. Time tends to weld the crew to-
gether. (Patosalmi, M. CEO. Interview on 25 February 2022).

Question 5. What added value or challenges has multiculturalism brought to the

company?

In general, the interviewees perceived the diversity of different thinking styles and prob-
lem-solving abilities as the best aspects of a diversified organization. Hiring an interna-
tional expert for foreign trade and export companies brings confidence and accessibility

for operating in the target market

Diversity theories have truth in them, and sometimes they are in place, that a
certain percentage of staff should be representatives of another culture, but
relying on them alone can overshadow hiring the best expert. (CEO. Com-

pany B. Interview on 9 March 2022).

According to Lunawood’s HR Director Anna-Riitta Surakka, there is a considerable ad-
vantage in the customer interface, customer knowledge, and market information acquisi-
tion if the employee has a previous understanding of the culture or knows the country, or
what the work includes or requires. This experience comes only by living a long time in

that country or by knowing the language or the job.

Necessarily, multiple cultures do not add value, but in general, getting some-
one to fill the position and to do the work is essential. | have not seen so few
applications in certain positions during my career in the Lahti region. There
might come, let’s say, two applications. It is a horrible situation for an em-
ployer if no employee is found in time. (Area Manager, Company A. Inter-

view on 5 February 2022).

At ISKU, multiculturalism is “nothing special”. Diversity related issues are anticipated and

problems solved already before recruitment.

Multiculturalism among people has not brought any challenges in our com-
pany, instead international growth has brought the challenge that we need

more international experts than before. And because we have international



people, we need to internationalize all our processes. So multiculturalism
has not brought any problems. The problems are anticipated and resolved
already before recruitment. --- People are different in many ways. Nationality
and culture is, after all, just a character trait, just as joy or energy. It bothers
me if there is too much separation due to cultural backgrounds because the
cultural manifestation is in every person’s DNA and experience. --- The most
crucial thing here is how to manage diversity overall in a company. Multicul-
turalism can become a natural thing in the work community with the right di-
versity management. A good example here comes from the school world,
where, in principle, each and every pupil is valued as a special individual. ---
| think multiculturalism is not just about multiculturalism resulting from nation-
ality, it also comes from different social layers. Multiculturalism is three-di-
mensional; one part comes from cultural heritage, the other comes from so-
cial encounters, and the third comes from personal experiences, family en-
counters, and others. For me, this is multiculturalism in the organization. It is
a broad concept. - If we do not talk about added value or challenges but
about the phenomena that multiculturalism has brought to our community, |
can distinguish such as language discourse, differences between languages,
differences in understanding hierarchies and authorities, and differences in
understanding the importance of effective measurement, such as using
KPI's. (Tarvainen, E. COO. ISKU. Interview on 9 February 2022).

It has only been a positive thing for us to sometimes have to speak English.
What comes to our Viethamese automation designer, | believe he has some
difficulties in his day-to-day life here, but due to his culture, he doesn’t bring
them up. In this case it also difficult to try to develop the conditions since he
doesn’t share his thought on how things work or do not work. --- The great-
est added value has come from the languages that the person has brought
into the house. | have been able to benefit from the language skills of our
Russian employee when we have had Russian clients visiting us.
(Patosalmi, M. CEO. Interview on 25 February 2022).

Question 6. When attracting experts, what kind of business environment is the

Lahti region with its services?

The interviewees found the Lahti region’s size and location as positive and negative for

attracting foreign experts. Positive features of Lahti business region mention were:



e compact size

¢ clean and safe environment with a lot of nature around to enjoy

e good opportunities to combine work and leisure with a balanced rhythm of life

e excellent logistic location in the Southern Finland

e the influence of metropolitan area of greater Helsinki extends to Lahti region

e easy to get to work in Lahti from Helsinki due to the train connection and the low
price level of housing

o diverse and interesting business palette

e There are many small or medium-sized family businesses in the Lahti region. Es-
pecially smaller companies have a low hierarchy and they prefer an open discus-
sion culture. Workplaces with an open discussion culture encourages to talk about
the factors that increase employee retention, which in turn prevent good employ-
ees from escaping to another Finnish growth center, for example, in pursuit of a

higher salary.

The interviewees detected some of the negative or challenging features of Lahti business

region. The listed things were, for example:

e Lahti region is lacking the opportunities to meet same minded people and people
coming from same cultures

o difficulties to create professional networks (especially compared to other European
cities)

e people are turned inwards, and the difference is not allowed into their own social
circles

¢ Lahti region province level communication and marketing doesn’t differ from the
other provinces marketing campaigns

e Some perceived Lahti’s old or historic reputation as a burden, although it brings a
peculiar character to the region

o there are no quick or easy to reach connection to all Southern Finland growth cen-
ters. Tampere was mentioned as one due to the lack of railway connection.

e Helsinki has the most international experts, and it is difficult to reach them there in
the right networks.

e lack of investment opportunities, which in turn is reflects as slow growth of jobs

¢ slow renewal of infrastructure, which affects the cityscape. Other growing urban
areas in Finland are renewed and constructed in a metropolitan way, but there is

no ambitious desire for renewal in Lahti



o Low wage-levels that does not correspond with the overall living expense develop-

ment

Company A is familiar with the recruitment needs of the local companies. In addition to re-
gional shortcomings, Company A acknowledges that especially in Paijat-Hame, there is

also room for improvement in the general ability of the companies to hire foreign labor.

Generally, local companies have weak readiness for onboarding and engag-
ing foreign employees (Area Manager, Company A. Interview on 5 February
2022.)

Question 7. How could the attractiveness of the region be promoted?

According to the interviewees' experiences, the common way for people to enter the Finn-
ish job markets is that they first search for a specific job and then they get interested in
Finland as a location. After that, the applicant maps out where is Lahti situated. According
to the interviewees, applicants have found common information and pictures about the
Lahti region online. At this point made Google image search of Lahti shows city-focused
aerial photos illustrating idyllic and nature-centered living. For some of the interviewees,
and especially for family-owned businesses, Lahti and demographic ties are cherished

values, but for some the emphasizing the regional ties are indifferent.

We would benefit from high-quality, united and up-to-date regional marketing
material and especially visual material, that we could use while giving a
presentation abroad telling about our company and where we are based. ---
With united marketing material, we could increase the sense of togetherness
and be able to talk to listeners with the same tone of voice about the Lahti
region as a business environment and how it is a safe city and a great place
to work. (Tarvainen, E. COO. ISKU. Interview on 9 February 2022).

The interviewees felt that they did not have information about the so-called one-stop ser-
vice, which they could inform their new employees moving to Finland, where one can find
all the useful and updated information on how to settle in Lahti. Companies with a lot of
experience in recruiting from abroad were able to help their employees settle in Finland,
for example in banking and housing matters and arranging day care for children, while
those who did not have information on integration matters felt that more information on
one-stop service would be helpful. If there is such service, it should be communicated to

companies. This type of information could lower the foreign recruitment threshold when



the employer does not have to take care of integration matters or rely on the employee to

have full service in related issues.

According to the interviewees, the visibility and reputation of the Lahti region could be

raised, for example, in the eyes of international jobseekers as follows:

e as a young university city, Lahti can afford to raise the region's reputation as a new
high-tech hub. High-tech reputation can improve the region's reputation instead of
continuing to be known as an old industrial city.

e cheaper housing costs in the Lahti region could be marketed more effectively.

o the worldwide corona pandemic enhanced the remote working culture. Those com-
panies who can continue offering remote working modes should remember to keep
on marketing these unique opportunities instead of requiring an international talent

to move here.

The public organizations and companies of the city of Lahti could cooperate
more to bring the Lahti region on the global map. Companies could receive
ready-made, visual promotional material that companies could use in their
presentations in different contexts abroad and as a selling point for profes-
sionals considering moving here. The core messages of the Lahti Region
could be clarified and placed in the corporate marketing toolbox. It can then
be adapted culturally to suit the target audience, but the basic material from
the region should be the same. We have experts worldwide, and they could
all have the same story in the toolbox. Increasing the region's attractiveness
is a two-way street - it must be done in cooperation with both public actors
and companies in the region. (Tarvainen, E. COO. ISKU. Interview on 9 Feb-
ruary 2022).

Question 8. Has there been or are there plans to acquire international students or
trainees? Are you aware of the university and higher education cooperation in the

region?

Universities and other education providers in the Lahti region are valued and co-operation
with them is seen as one way of acquiring the skills of the future. Interviewees hoped that
the local upper-level educational providers would increasingly match provided education

with the skills and knowledge needed in the companies.



All of the companies seemed especially appreciate if they contact the local higher educa-
tional providers direct, or even the teacher in charge directly, in order to ask if some nec-
essary talents could be found there for an internship, do a thesis or a project with a com-
pany or if the school can recommend a summer trainee, for example. During the inter-

views, it become clear that many of these talents sought from schools were also hired af-

ter graduation as permanent staff,

None of the companies interviewed had applied for a student for the above-mentioned po-
sitions especially from international degree programmes. Thus, it does not seem to im-
portance for the company whether the person is studying domestical or international de-
gree, but, for example, the student's fluent English was seen as a more significant issue,

according to which students were selected to companies.

Every year Lunawood have had university level students or summer trainees and they
have had several theses done. From the point of view of acquiring knowledge, it did not
matter whether the student was international or Finnish. Working closely with the training
organization was seen as a good way to get trainees into the house. Also Peikko have

had success in acquiring students, and especially international students.

Just recently we had a fruitful collaboration with Salpaus Further Education.
We had immigrant metal industry students visiting from the school, and we

interviewed them and immediately hired three for production. (Lahteenmaki,
M. 2022. HR Manager. Peikko Finland Oy. Interview on 18 February 2022).

International students are recruited for companies especially because of their language
skills and new kind of skills. Their potential was identified especially in companies operat-
ing internationally. This confirms the fact claimed in the theoretical part that an interna-
tional student have the full potential of becoming mediators for companies that want to op-

erate abroad.

Thus, it can be concluded, that cooperation with regional educational service providers is
important for companies, who are looking for new skills. Fortunately, the Lahti region has
begun to promote more systematic co-operation between schools and businesses in order

to prevent graduate students and researchers and their skills from escaping the region.

According to Company B, too many students will leave Finland after graduation. The main

reason for this is that they can not find work in Finland.

Vietnamese and Russians in particular do not stay in Finland after gradua-
tion. Many of them are here to get a degree and then go home. (CEO. Com-

pany B. Interview on 9 March 2022).



When there was a Salpaus further education unit nearby, we had a really close collabora-
tion with it and we had a lot of trainees. When Salpaus moved away, then zero. As a re-
sult, a completely shocking number of applicants were lost. But now, we have warmed up
the collaboration with Lab University of Applied Sciences. We have also been involved in
a program where multidisciplinary, international university teams responded to the busi-
ness challenges posed by companies. It was a true cultural splash and we collaborated

with a punch of cultures. (Patosalmi, M.CEO. Interview on 25 February 2022).

Question 9. What would you recommend to companies considering hiring an inter-
national expert? For example, where should you start? What should you do by

yourself and what should you outsource?

For companies, | recommend using recruitment services for employers who
have difficulties finding skilled employees. And also by keeping in touch with
soon to graduate students. (Surakka, A-R. 2022. HR Director. Lunawood
Ltd. Interview on 8 February 2022).

| would start with the company's current employees and capabilities first. Ex-
isting employees should be involved in preparing the welcoming base for the
newcomer together, thus giving room to new nationalities and customs in the
organization. However, it is not worth completing everything beforehand. it is
worth allowing a change for the new person to bring his or her influences to
the company and the job as well. --- If the company documentation is only in
Finnish and the person does not speak Finnish, the new person will hardly
feel very welcome. (Kénnila, M. Head of HR. Raute Oyj. Interview on 23
February 2022).

Recruiting an international talent to a company where the personnel consists
of multiple nationalities differs from a company with homogeneous staff with
no previous experience “like day and night”. (Area Manager, Company A. In-

terview on 5 February 2022).

From the experience of a company with solid international DNA such as ISKU has, it is
easy to gather a different kind of recommendation for a company considering hiring an in-
ternational expert while pondering how the encounter of nationalities affects the dynamics
of the staff.

Multiculturalism and diversity are usually a result of strategic leadership. Es-

pecially as the strategic aim is international growth, it means various actions



such as internationalization of processes, process documentation must be
able to serve international experts, we need to recruit international experts
here and abroad, and so on. and the result of all this is an group that works
together towards strategic core goals, but that just happens to represent
many different cultures. | want to spar the idea from these starting points.
When recruitment starts from a strategic point of view, the result is exactly
the people and skills that the company needs. And as a result, you have a
bunch of people who are enthusiastic and motivated to pursue common
goals, and that just happen to be multicultural. —I would start with measuring
our ability to welcome a foreign employee. And after that, start thinking about
where he or she is coming from. --- Determining the community's own capa-
bilities and checking how welcoming the atmosphere is - that's where it all
begins. Also comprehensive planning of the job description and how well this
position blends into other activities. These should be done first. (Tarvainen,
E. COO. ISKU. Interview on 9 February 2022).

Ferroplan, on the other hand, recommends outsourcing recruitment process as completely
as possible. They, as an employer, do the final interviews, but the previous stages of the
process are handled by their local and reliable recruitment partner. This has brought time
and cost savings for the company, and the recruitment process has remained under con-

trol.

Question 10. Are you aware of what public services and funding are available for

the recruitment of international skills and have you made use of these services?

The most common answers for this question were we are not aware or we have not used.
However, after a moment of discussion, many of the interviewees said they actually have
participated previously for example in recruiting fairs, but since the corona pandemic
paused all of the live events and fairs, they were not fresh in memory. Only two of the
companies, ISKU and Company A, were aware of the Talent explorer funding available for
recruiting an international talent and Lunawood expressed their familiarness with the
EURES project.

Various funding components seem to be appearing more and more often,
and the employers' associations communicate and keep companies in-
formed about these. However, we have not used public funding to recruit in-
ternational skills. (Kénnila, M. Head of HR. Raute Oyj. Interview on 23 Feb-
ruary 2022).



There are maybe five big companies in Lahti, which have so large HR ma-
chinery, that they have the time and resources to find out about the financing
possibilities. In our experience, most of these, let’s say about 5,000 SMEs
that employ most in our region, don’t have a clue about what help is availa-
ble for them especially to be used in international recruitments. (Area Man-

ager, Company A. Interview on 5 February 2022).

For ISKU, the different financial components and recruitment events are familiar. Around
the time of the interview, the company received information that it is granted Talent Ex-
plorer funding to hire a new person, and according to the interviewee, the funding applica-

tion process went well too.

Our challenge with financial instruments is that we are a midcap company,
which means that many of these (instruments) are not available for us. But
apparently, there are some clarifications upcoming regarding which financial
instruments will be suitable for this size of companies. (Tarvainen, E. COO.
ISKU. Interview on 9 February 2022).

The interviewee emphasizes that employers should remember that although funding is
available, a person should only be recruited when there is a real need for his or her skills,

not because there is sufficient funding available.



12 Conclusions
12.1 Reflection on research questions

This study aims to find answers to main and sub-research questions and based on the

theoretical and empirical data collection and analysis, brief answers are provided.
1. What are the reasons and impacts of expertise shortage?

People and knowhow are globally unequally centralized creating slow-growing knowledge-
capital-intensive welfare societies and fast-growing agrarian societies. Globalization, migra-
tion, EU free movement policies and shrinking labor markets make companies struggle with
shortage of skilled workforce. Retirement of large age groups have long been a well-known
phenomenon also in Europe, but the corona pandemic have accelerated retirements and

thus labor shortages in some countries.

People migrate for different reasons, such as economic, political, social or environmental
factors. Economic push and pull factors define the migration flows between the countries.
Economic push and pull factors are the primary driving forces in modern migration. Political
persecution, war or natural disaster force people to find better life-quality around the world.
Economical pull factors play an important role for people looking for more income level or
otherwise higher standards of living. Economic push factors can result brain drain, when
the best and the brightest leave the country because they lack opportunities for self-devel-

opment and stable income flow.

Causes of the labor shortages vary from one country to another and labor shortage affects
some sectors more than others. As an example, the health and social service sector has
suffered from alarmingly low employment rates recently. The poor availability of skilled labor
is already limiting the growth and business development and expansion of some compa-
nies. Generous furlough benefits and part-time work schemes in European countries, as
well as stimulus checks in the United States, have given many workers a financial cushion

that may be delaying their return to the job market.

Lahti Region based companies are facing recruitment challenges stemming from the fact
that there is simply not enough workforce available to fill the jobs — the jobs and applicant
do not meet each efficiently and on time. Applicants’ limited work experience, or unsuitable
training, is also a problem, leading to a so-called clash problem. Incentive traps, i.e. the fact
that it is not worth taking a job because the after-tax share of wages is not much higher than
subsidies, were also barriers to accessing labor. In addition, weak labor mobility, gaps in

skills and long distances to the workplace pose many challenges in recruitments in the Lahti



region. Companies with no previous experience in hiring international talents might per-
ceived foreign recruitments too cumbersome and bureaucratic. Companies are unaware of
all the benefits of diversifying culturally their personnel and therefore the skilled labor thus,

a skilled workforce is continued to be sought from a limited domestic labor market.
2. What competitive advantages does cultural diversity bring to a company?

A culturally diverse organization has multi-level problem-solving prerequisites and is au-
thentic in responding to issues confronting it. Cultural diversity has better organizational
capacity to embrace the mindset for international growth. Cultural diversity affects positively
on organizational innovation and creativity, customer satisfaction, economic viability (for
example by reaching new customer groups), attractiveness of the workplace and the public
image of the organization, which are vital for the company to expand and succeed in the
global markets. Companies with high levels of racial and ethnic diversity are 33-35% more
likely to outperform their industry averages financially and are reported high staff satisfac-
tion and social harmony. Organizational policies and practices are carefully monitored to
the goals of multiculturalism and there is a true commitment to changing policy practices
that block cultural diversity. Culturally diversity creates a global mindset for the company,
which helps to attract top talents. Cultural diversity can attract new customer groups, as
many customers already see increasing diversity in companies as fulfilling their corporate
social responsibility and the customers are increasingly choosing a service provider or pro-
ducer according to how well the social responsibility is fulfilled. Inputs in cultural diversity is

thus also a strong image factor that can be justified as economically viable investment.
3. How and where can company reach international talents?

People migrate on different reasons, mainly due to economic push and pull factors, which
define the migration flows between the countries. Finland is a country of advanced devel-
opment, offering high living standards with a variety of chances for self-development thru
career. Economically, Finland would especially benefit from arriving and settling interna-
tional specialists, entrepreneurs, researchers and students. In companies, the requirements
towards international talents are more complexed and case-specific. Whether it is an em-
ployee or an expert the company is looking for, the employer is likely to reach the right
people using multi-channel job advertising in the same channels as the target group is pre-
sent. An attractive and inclusive employer image attracts international professionals. Social
responsibility communication creates an image of an easy to settle and open work commu-
nity, whatever the cultural background. Through collaboration with universities and other
educational institutions, cooperating with recruitment professionals, or using well-thought

and targeted network marketing, the employer is likely to find the right people for the job



with whom they can start building the job position and thus engage the workplace. As an
employer, it is worth remembering that a hired international expert brings in his or her own

network as well, through which the company can find the new skills it needs in the future.

The physical location of an international expert is no longer a threshold issue due to accel-
erating globalization at hand speeding up the remote working culture, so hiring an interna-
tional talent for remote work is worthwhile considering. As highlighted in this study, commu-
nity presence is important for a person’s commitment and full contribution, therefore remote

working forms should be viewed with caution as primary recruitment methods.
Sub-questions to be addressed are
1. What is culturally competent organization?

A culturally competent organization is sensitive to maintaining an open, supportive and re-
sponsive environment and works toward and purposefully for common goals. In culturally
diverse companies, both higher staff and customer satisfaction can be measured. This sort
of organization pays less attention to a person’s cultural specificities and invests in support-
ing open communication culture. Different problem-solving and case-handling abilities meet
constructively, sometimes even colliding with each other causing different situations. There-
fore, in a culturally rich organization, attention is paid to the management of both different
individuals and team formations. Leadership manifests itself as leading people, supporting
individuals abilities and personal development goals. The organization in return benefits
from this with dedicated staff that works creatively towards common goals. Cultural compe-
tence can be measured with job satisfaction surveys, personnel diversity questionnaires

and providing ethical guidelines among others.
2. Why is diversity management important?

Diversity must be managed in such a way that its benefits can be harnessed. Well-perfomed
diversity management creates a competitive advantages in company’s creativity, talent ac-
quisition, problem-solving, organizational flexibility. Even though diversity management and
governance require resources and exceptional management skills, done properly the in-
vestment pays back by helping to raise the awareness and possibilities of cultural confron-
tations, lower biases and prejudices among the personnel and can channel these healthy

assets for the benefit of the company.



12.2 Summary and conclusion from theory and interviews

According to research, the management of cultural diversity most often focuses on stream-
lining everyday work and uniting the competencies of teams and individuals. The interviews
in the empirical part of the study challenged this notion in the sense that diversity manage-
ment in these companies is also reflected in preparatory work that ensures a good start for
the employee before he or she starts in the company. In practice, this means including
international experts, that are already working in the company, as part of the onboarding
team, identifying integration needs, ensuring equal employment opportunities (compared to
native Finns), and ensuring that the new person has career development opportunities. Ac-
cording to the interviewees, by investing in these issues, the employer helps the interna-
tional expert's commitment to the company and can reduce the work caused by constant
personnel changes. Teams, that already had international experts, are eligible to share their
know-how on the repatriation or adaptation process, which provides the new worker and his
or her whole family with valuable tips on how to settle in a new culture. Experiences raised
during the interviews show that usually international experts are happy to help each other
with these issues. It brings another surplus also: it facilitates the employer's onboarding
process, which according to the study, requires more effort and time from the employer than

onboarding a native Finn.

In general, leaders who understand the potential of cultural diversity recognize diversity as
a positive force that encourages individuals and teams to be creative, dynamic, and aim to
give their best. Leaders, who support a diversity mindset, understand why cultural wealth
can reform and refresh the company and can ultimately improve financial results. A leader
with a diverse mindset does not guide the individual too much but also allows group dynam-
ics that emerge among individuals to guide individuals toward jointly set goals. In this way,
each member of the team can take responsibility and become committed to promoting com-

munity and inclusion.

Every company defines functional leadership differently. Questions such: How international
is the environment, where the company operates in and what is the current multicultural
level that the company has, determine how deep diversity management know-how is

needed in the company.

Diversity-driven leaders understand how diverse problem-solving and decision-making
teams can create value for the company. These leaders understand that bringing together
people with different beliefs, values, and attitudes provides all members with new ideas and

unique perspectives, challenges their expertise, and develops their problem-solving skills.



This is based on the fact that different teams are proven to develop more creative solutions

and are more productive than homogeneous teams.

Several literary sources deal with diversity management at a very general level, with a par-
ticular focus on ensuring the group dynamics to function without problems. On the other
hand, the literature on diversity management refreshingly focuses on the so-called blue
collar leadership. Also in the lietrature that handles diversity management, less attention is
paid to the environment that determines management, for example, the sector in which the
company works (service or industry) and how the company operates in international net-
works. It may suggest that the subject has only recently begun to be explored as multidi-

mensionally as it deserves.

People’s individual prejudices always affect how they see and navigate the workplace, so
it's important to encourage open and honest dialogue where everyone feels welcome. Sup-
pose diversity brings major upheavals to an organization. In that case, customized diversity
training can be a good option for international team leaders to learn and teach to dispel
employees ’prejudices about diversity, create cohesion, and promote employees’ working
life skills. With successful diversity management, a company can help an individual’s own

development while supporting the emergence of strong group dynamics.

In general, it can be said that in Finnish companies, the diversity management is handled
from the company's needs, leaving too little attention to the personal development of an

international expert.

A company acts from these starting points, is not enabling the international expert to commit
to the firm to the full potential and will probably waste resources on unnecessary staff ex-
changes. Supporting the emergence of a diversity network is one way to keep the commit-
ted international experts in the company. The concept of a diversity network is intentionally
opened up in this study from several different perspectives to show its benefits for the em-

ployer and as well as for the employee.

As was expected, the Interviewees did not mention any separate guidelines for cultural
management that these companies seek to follow. Instead, a person who has worked
abroad or otherwise has experience leading a diverse team is usually selected to lead a
multicultural team. This contributes to the fact that multiculturalism is perceived as a natural
thing and that space is given to its natural formation instead of pre-written guidance. The
interviews revealed that a person should be hired according to their skills, not based on
their culture. Of course, there are exceptions, for example, when a cultural expert is needed
for market expansion and succeeding in it requires experience in working in the markets

and profound acknowledgment of the cultural nuances. In this case, recruiting based on



cultural perceptions is justified. This message is also supported by the literature that han-
dles non-discrimination in the labor market and is also referred to in earlier paragraphs of

this study.

Companies must take the labor shortage, which is inevitably threatening Finland, seriously
to ensure competitiveness in terms of quantity and the quality of skills. A dialogue between
companies and universities is needed so that future lines of study and programs meet the
skills needs of the future identified by companies in the regions. International students
should be provided with more networking opportunities with local companies to be able to

contact local employers and build work-life networks before graduating.

Recruiting an international talent to a company where the personnel consists of multiple
nationalities differs from a company with homogeneous staff with no previous experience
“like day and night”, as one interviewee aptly described. It seems the biggest efforts relate
to planning, resourcing and executing international recruitment for the first time. Once this
talent has settled in the company and the whole recruitment process has become familiar,
barriers to aiming the recruitment abroad become lower. International experts are proven
to be more interested in companies already having foreign employees working for them.
International and diverse personnel, therefore, seems to increase the interest of foreign

applicants in the employer, which can help a company threatened by a shortage of labor.

The maijority of the companies interviewed felt that they had succeeded well in international
recruitments. Cooperation with a private recruitment service providers was particularly

praised.

An example of Raute’s and diversity recruitment-oriented Pointer Potential’s strategic col-
laboration, where the company dared to recruit experts in a completely new way, brought a
new dimension to this research and proved the positive effects of cooperation to be true. A
detailed description of the cooperation is described in appendix 1. It is worth mentioning as
genius practicality of how the company boldly went to set out to try new ways to ensure that
it remains competitive with a skilled workforce. The success of the recruitments was em-
phasized by the fact that besides work, they were able to connect to local societies and they
found their places in various networks, which made them want to stay in the work and settle
in Finland. It is not self-evident that once the international employee starts in a company,
he or she will want to stay here. An employer can do a lot to make sure that an employee,

that is hired through hard work, stays in Finland and commits to the company.

Thus, integration must also be successful outside working life in order for a person to remain
in Finland. This is both a challenge and an opportunity for employers: an employer can

support a person to find the networks that help the employee to set personal goals, support



his or her values and respect their culture. An employer has the opportunity to achieve an
increasingly attractive status among international applicants, the more it is able to communi-
cate its successful international recruitment and strategic goals it has set for cultural diver-

sity.
12.3 Further research

As further research suggestions, firstly | suggest examining more deeply the reasons and
motives the companies have in hiring foreign experts to complement their organisation’s
expertise. If the work can be learned by doing and the Finnish language is not seen as a

barrier, diversity recruitment may be in place.

Secondly, | suggest researching greenwashing in recruitment. Research questions can be,
for example, how to avoid recruiting international talents from false starting points and
whether the company, by hiring international talents, fulfils its social responsibility from a

strategic point of view, not from market pressure?

Thirdly, this thesis explores several different ways to recruit international talents. As further
research, | suggest exploring and providing companies with more information about the
channels where they can find the job seekers and what kind of employer image attracts

these job seekers in these channels.

This thesis emphasises the factors that aim to ensure international talents' availability for
Finnish employers. The fourth further research suggestion relates determining the primary
drivers behind the decisions according to which the international talent decides to move and
work in Finland. Suggested research questions are: are international talents more motivated
to settle in Finland by the content of the work and career development opportunities or by

the living conditions and social networks the person can relate to?
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APPENDICES
Appendix 1.
Diversity recruitment example: cooperation between Pointer Potential and Raute

Pointer Potential is a recruitment company founded in 2020 with the aim of leading interna-
tional professionals based in Finland into the Finnish job market. Pointer Potential strives
to enhance the diversity recruitments and better utilization of the international professionals
already living in Finland and accustomed to Finnish society. The company can match com-
panies searching for talent with international professionals in Finland. (Pointer Potential).
Although the company is fairly on the market, its representatives have long experience in

diversity recruitments.

According to the CEO of Pointer Potential Johanna Korpia (interviewed on 1 March 2022)
international experts can be recruited for each stage of the company's value chain. The
interview focused on the co-operation between Raute, which advantages are previously
described from Raute’s point of view in chapter 10. Briefly, Raute was looking for mechan-
ical engineering competence and needed a recruitment partner like Pointer Potential to

reach a wider pool of candidates.

According to Johanna Korpia, currently, not enough engineers are trained in Finland, and
there is a shortage of them in today's technology-oriented Finland. Foreign engineers from
abroad work in significantly lower paid jobs than Finnish engineers. When it comes to inter-
national recruitment strategies and implementation, there is a huge gap between compa-
nies in the extent to which the strategy is implemented and how strategic a choice an inter-

national recruitment is.

Large companies increasingly have a diversity strategy, but it is not yet reflected in the
number of multicultural recruitments. This observation is based on discussions with hun-
dreds of companies. An employer often turns to a recruitment company when there is a
need for specific skills that it cannot find from the existing networks or when there is a need

for certain language skills, market or cultural knowledge.

As a special consideration, companies make international recruitments not only to
strengthen their position in the market, but also because they look and prepare for the fu-
ture, realizing that there is a shortage of labor in the Finnish economy and massive retire-

ments are ahead. Only a very small part of companies make international recruitments only



because they can fulfil their social requirements set by the stakeholders. Greenwashing in
recruitment is a phenomenon that should be recognized, but luckily it happens very little

these days.

Finnish employers are, according to Johanna’s experience, responsible and the employee's
skills are valued. Pointer Potential also wants to cooperate with companies when the re-

cruitment is based on the right needs.

Pointer Potential considers Raute exemplary because of the open-mindedness of the com-
pany, as employees were sought with competence first, not from cultural points of view. The
cooperation saved Raute a considerable amount of time in the recruitment process since it
was only presented with candidates with profiles that we most needed. The cooperation
was successful, because both parties knew where to aim with the recruitments and the set
goals were eventually exceeded in a way that at the beginning, they were looking for one
candidate but ended up offering a contract to nearly everyone on the shortlist — to four

candidates.

The strength of Pointer Potential is that it knows where to reach the international talents
and is present in the same channels. Thru these channels the company can communicate
about open vacancies to a diverse pool of talents and reach the potential applicants for the
companies. The immigrants feel that the recruitment company is on their side and is there-

fore accepted into these channels.

The cooperation with Raute was also based on the fact that the recruitment company in
question reached international talents in these closed channels, which Raute would not
have been able to contact. The recruitment company was also able to communicate the
need for competence in a right way and, at the same time, it could detect and communicate
experts” hidden competence back to Raute. Diversity recruiting specialist seem to have a
special sensitivity to understand not just the competence but the motivation and ability to
engage to the job. Looking at Raute’s example, diversity recruitment can be a resource-

wise way of reaching a new kind of diverse competence in the company.

Appendix 2.

The Chambers of commerce's survey for member companies about the shortage of skills they
recognize 31 August 2021. Answers, part 1.

Kauppakamareiden kyselyn vastaukset jasenyrityksille osaajapulasta 31.8.2021, osa 1.
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Appendix 3.

The Chambers of commerce's survey for member companies about the shortage of skills they
recognize 31 August 2021. Answers, part 1.

Kauppakamareiden kyselyn vastaukset jasenyrityksille osaajapulasta 31.8.2021, osa 1.

Arvioikaa seuraavia vaihtoehtoja keinoina osaavan tyévoiman
turvaamiseksi

Ei ollenkaan tarked Jonkin verran tarkea Tarked Erittdin tarked  m En osaa sanoa
Tyén vastaanoftamisen kannustinloukkujen purkaminen  8,1% 18.2% &5,7%
Tydvoim uden edistaminen Suomen sisalla (erilaiset kannusteet yms.) 4,0% 152% 32,3% 41,4%
Tydllisyyspalveluiden siirto valtiolta kunnille 25.8% 16,5% 23.7% 9.3%
Tydllisyyspalveluiden resurssien lis@@minen 12,4% 351% 29.9%
Toimet § olevien r h yuttajien tydllistamiseksi = 10,3% 16,5% 21,6% 41,2%
* Opi P maahanmuuten lisGdminen 18,4% 23,5% 30,6% 102%
Tyshén p T nuuton lisaaminen  13,3% 20,4% 24,5% 284% [ EE
Yritysten ja oppilaitosten yhteistydn tiivistaminen 1,0% 9 15 37.4% 48,5% &
Koulutuksen sisdltdjen kehittdminen vastaamaan paremmin tydelaman tarpeita 1,0% 6,.9% 22,5% 66,7% ﬂ%
Oppisopimuskoulutuksen lisGdminen  7,0% 23,0% 35,0% 33,0% 2&
Muunto- ja tiydennyskoulutusten médrén lisééiminen 1,0% 17.8% 44,6% 32,7% 4,0%
Tutkintokoulufuksen médrén lisédminen alueen oppilaitoksissa 4,9% 24,5% 31.4% -m
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Appendix 4. Interview questions

Experiences and practicalities
Question 1. For what needs has your company hired or is hiring international talents?

Question 2. Did you find an international expert in the company's networks, or did you use

external help in recruiting? What recruitment channels did you use?

Question 3. Did the recruitment or onboarding of an international expert differ from normal

or was there something that needed special attention?
Question 4. How does multiculturalism occur at daily work?

Question 5. What added value or challenges has multiculturalism brought to the company?

Information and recommendations

Question 6. When attracting experts, what kind of business environment is the Lahti region

with its services?
Question 7. How could the attractiveness of the region be promoted?

Question 8. Has there been or are there plans to acquire international students or trainees?

Are you aware of the university and higher education cooperation in the region?

Question 9. What would you recommend to companies considering hiring an international
expert? For example, where should you start? What should you do by yourself and what

should you outsource?

Question 10. Are you aware of what public services and funding are available for the re-

cruitment of international skills and have you made use of these services?

Anything else you want to say on the subject?

In addition, asked by email or during the interview:

¢ how many employees in total are there working in your company in Finland?
¢ how many of these are international experts and what nationalities do they repre-

sent?



